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ABSTRACT                   
 
Decentralization of governance is one of the many reforms that has been undertaken by the 
Department of Education in the Republic of South Africa since the attainment of democracy 
in 1994. The concept of decentralisation originates from the belief that the state alone 
cannot control schools, but should share its power with other stakeholders, particularly 
those closer to the school, on a partnership basis (Marishane, 1999:78). The South African 
Schools Act (SASA) No 84 of 1996 mandates the establishment of democratic structures of 
school governance in all schools (RSA, 1996a, section 16).  According to the South African 
Schools Act No 84 of 1996, School Governing Bodies have been mandated to be responsible 
for the recommendation of teachers for appointment through interviews. 
This study was conducted in the Libode District in the Eastern Cape. Libode is composed of 
rural villages which are characterised by poverty, a high rate of unemployment and illiteracy. 
Many schools in the Libode district of education are experiencing problems emanating from 
the recruitment of teachers carried out by the SGBs. Interviews conducted by the SGBs are 
more often than not nullified and the selection and interview processes have to be repeated. 
They (SGBs) fail to defend their recommendations with valid facts when challenged by union 
representatives or by candidates themselves. 
The major concern of this study is to investigate  the stakeholders' perceptions of the 
involvement of school governing bodies in the appointment of teachers in Libode district.  A 
qualitative approach was employed for this research study. Purposive sampling was used for 
sampling the schools from which interviewees were selected. There were 14 respondents in 
the sample. Three (3) school principals , three teachers, three (3) teacher candidates, one 
SADTU teacher, one NAPTOSA teacher, two (2) SGB parents from the parent component 
and two (2) circuit managers were interviewed. 
The case study research design was employed to explore the perceptions of the 
stakeholders regarding teacher appointments. This research employed three data collection 
techniques, namely semi-structured interviews, documents analysis and observations. The 
main findings of this study reveal that the involvement, or participation, of the SGBs (parent 
components) in the recruitment of teachers is the source of conflict and disputes. The SGBs 
lack capacity, capacity to draft criteria for  shortlisting qualified teachers, and capacity to 
conduct interviews properly and fairly. 
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Findings suggest that problems still exist around SGBs' knowledge of Policies and Acts that enshrine 
procedures pertaining to teacher recruitment.  In conclusion, from the findings, it appears premature for 
the system to mandate this professional function of teacher recruitment to the office of the SGBs. 
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CHAPTER 1:  BACKGROUND, PROBLEM AND PURPOSE 
 
1.1  INTRODUCTION 
 
During the apartheid era in South Africa, principals played a major role in issues pertaining to school 
governance. The schools were run by the school committees who, in most cases, were there to 
rubber-stamp decisions taken by the principal. The principal was the ex-officio secretary of the 
governing body of his/her school. Appointment of teachers was the responsibility of the principal.  
Parents were not involved in the appointment of teachers. 
 
After 1994 the new South African government, through its educational reform systems, committed 
itself to transform schools’ approach to education. The current transformation initiatives in the 
education system, in general, and changes, in particular, necessitated the transfer of power and 
sharing of responsibilities in the management and governance of the schools. Many changes were 
then introduced and policy documents formulated to eradicate the legacy of apartheid. These laws 
include the South African Schools Act (SASA) no 84 of 1996. In terms of the South Africans Schools 
Act 1996, the School Governing Body (SGB) is charged with governance of a public school. 
 
Section 15 and 16 (1) of the SASA (Department of Education, 1996) states that every public school is 
a 'juristic person', meaning that it is a legal entity to be governed by its governing body. SASA 
proposes that the SGBs can sue and be sued. This implies that the SGB powers are guaranteed and 
recognized statutorily, and that they may take decisions as a corporate body (Manual for School 
Management, 2001). The SGB thus has legal capacity as regards its functions and responsibilities 
(Van Wyk, 2004, p. 49). Such responsibilities and decisions include recruitment of teachers. The 
section below gives an overview of the section of the SASA that outlines the processes to be followed 
by the SGBs on the appointment of teachers and principals. 
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1.2   COMPOSITION OF THE SGBs 
 
According to the SASA (RSA 1996a, section 23), the membership of the SGBs should comprise 
elected members, the school principal (who is an ex-officio member) and co-opted members. Elected 
members are of the following categories:  
Parents of learners at the school, educators, members of staff who are not educators (non-teaching 
staff), and learners in the eighth grade or higher. Parents must form the majority on the governing 
body. 
 
1.3   OVERVIEW OF THE SASA 
 Advertising the post 
 Sifting 
 Composition of the interviewing panel/committee 
 Short-listing and interviews 
   These procedures will be discussed below. 
 
1.3.1  Advertising and filling of teacher posts 
 
According to the South African Schools Act 84 of 1996 (SASA), all vacancies in public schools are to 
be advertised in a bulletin, gazette or circular. The bulletin, gazette or circular must be circulated to 
all educational institutions within the province. The advertisement must be non-discriminatory and be 
accessible to all who may qualify or who are interested in applying, on condition that they meet the 
requirements.  No subjects are indicated in the advertisement for a principal post as this is a 
management post and the subjects taught by the relinquishing incumbent may not be the subjects 
that the best candidate for the position offers. The SASA gives the SGBs powers to determine criteria 
for short-listing the best 5 candidates based on school needs and taking into consideration 
candidate's academic qualifications and experiences. 
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i. Qualifications and Experience 
 All persons must have at least a recognized three-year (3) National, Qualification             
Framework (NQF) level 6 qualification, Required Education Qualification Value13 
 (REQV 13) obtained after Grade 12 which must include appropriate training as an educator. 
 
       ii.  Experience:  Post Nomenclature (e.g.)   Post Level     Minimum teaching   experience 
 
                              Teacher                               1                     0  years 
                              HOD/Principal                       2                     3  years 
                              Principal/Deputy Principal       3                     5  years 
                              Principal                               4                     7  years 
 
N.B. Actual educator’s experience as well as appropriate experience (relevant to education) is taken into 
account for the purposes of appointment on post level 2 and higher (Circular 9 of 2005). 
 
1.3.2 Sifting 
 
Sifting is done to select properly and neatly filled application forms. 
(a) The employing department shall acknowledge receipt of all applications by: 
(i) Informing all applicants in writing of receipt 
(ii) Clearly indicating whether the application is complete or not 
(iii) Indicating whether the applicant meets the minimum requirements for the post and that such 
applications have been referred to the institutions concerned 
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(b) The employing department shall handle the initial sifting process to eliminate applications of those 
candidates who do not comply with requirements for the post(s) as stated in the advertisement 
(Employment of Educators Act 76 of 1998). 
 
1.3.3 Composition of the interviewing panel/committee 
 
An interview committee is to be established at educational institutions where there are advertised 
posts/vacancies. The interview committee shall comprise of, in the case of a public school: 
 One departmental representative (who may be the principal), as an observer and 
resource person 
 The principal of the school (if he/she is not the department’s representative), except in 
the case where she/he is the applicant 
 Members of the school governing body, excluding educator members who are applicants 
to the advertised post/s and 
 One union representative per union admitted to the Provincial Education Labour Relations 
Council (PELRC). The union representative shall be observers to the process of short-
listing, interviews and the drawing up of a preference list. 
 
1.3.4 Short-listing, interviews and appointments 
 
1.3.4.1        Short-listing 
 
The interview committee/panel may conduct short-listing subject to the following guidelines: 
 The interview committee must set and adopt short-listing criteria; 
 The interview committee must short-list applicants as guided by the Education Labour 
Relations Council (ELRC), resolution no 5 of 1998; 
 The criteria used must be fair, non-discriminatory and in keeping with the Constitution of 
the country; 
 The curricular needs of the school should be considered; 
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 The list of short-listed candidates for interview purposes should not exceed five per post. 
 
 
1.3.4.2    Interviews 
 
 Each interview committee shall appoint from amongst its members a chairperson and 
secretary; 
 The interview committee must draft questions for interviews; 
 The above draft questions must under no circumstances be made available in whatever 
form to any of the applicants/interviewees prior the actual interview session; 
 The interviews shall be conducted according to agreed upon guide-lines. These guidelines 
are to be jointly agreed upon by the parties to the provincial chamber. 
 All interviewees must receive similar treatment during the interviews; 
 At the conclusion of the interviews the interviewing committee shall rank the candidates in 
order of preference, together with a brief motivation, and submit this to the school 
governing body for their recommendation to the relevant employing department; 
 The governing body must submit their recommendation to the provincial education 
department in their order of preference. 
 
1.3.4.3   Appointment 
 
           The employing department must make the final decision subject to: 
 Satisfying itself that agreed-upon procedures were followed; and  
 that the decision is in compliance with the Employment of Educators Act of 1998, the 
South African Schools Act, 1996 and the Labour Relations Act, 1995 (Employment  of 
Educators Act 76 of 1998, Circular No 49 of 2005). 
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1.4 BACKGROUND OF THE STUDY 
 
The delegation of the appointments of teachers by SGBs is a controversial issue not only in the 
developing countries but also in developed countries like the USA. The process of teacher 
recruitment and selection in the USA was executed by the Strategic Human Resource Development 
Management (SHRM) and the Strategic Human Resource Development (SHRD) (Grieves, 2004). 
According to Grieves (2004, p.20), the Education Reform Act 1988 was designed to give greater 
representation to parents in the education of their children.  The function of teacher recruitment was 
passed on to the SGBs through the process of local management of schools (LMS). Concerns were 
expressed in the Human Resource (HR) literature about the delegation of human resource expertise 
to non-professionals (Revel, 2000). For example, in the USA the SGBs were regarded as amateurs 
who were not qualified to perform professional functions. As a result, in the USA, the process of 
recruiting and selection of the best candidates is done by professional agencies who possess the 
necessary knowledge and skills to make informed decisions, (Gerber, 1998, p.19).  
The delegation of the function of teacher appointment to professionals reduces the risk of appointing 
teachers who might fail to manage schools effectively and efficiently (Grieves, 2004). The challenges 
that are experienced by the developed countries in the appointment of teachers are also experienced 
by developing countries in Africa; for example, Kenya, Lesotho, South Africa and other countries as 
will be discussed below. 
The appointment of teachers in Kenya has been delegated to the school boards (School Governing 
Bodies). The research study conducted by Kipsoi and Sang (2008, p.1) in Kenyan schools reveals that 
since the recruitment exercise started in 2003 it has been dogged by complaints of irregularities and 
a lot of controversy. The SGBs have been accused of nepotism and demanding of bribes. Head 
teachers also cite difficulties originating from SGB members, such as illiteracy and lack of dedication 
as sources of problems in teacher recruitment (Kipsoi & Sang, 2008). 
 Teachers, according to Kipsoi and Sang (2008), remarked that SGB members' decisions on teacher 
recruitment were biased and depended on whether the case or matter involved a relative, friend, 
clansman or political foe. They (teachers) further argued that board members made ill-equipped 
decisions on teacher recruitment, and were ignorant and had limited knowledge on professional 
matters related to education.  
The research study conducted by Kipsoi and Sang (2008) on teacher appointments also revealed 
that: 
7 
 
 Teachers have no confidence in the board members as regard to teachers' recruitment; 
 selection is not fairly and transparently done as priority is given to certain individuals; 
 Gender biases are also evident in certain instances. 
Teachers selected in such circumstances end up being ineffective in their duties and this has major 
implications for the equality of education, therefore, teachers are of the opinion that SGBs should not 
be involved in teacher recruitment and that, the responsibility of hiring teachers should be carried by 
the teachers' service commission (TSC), a commission which has ultimate legislative powers over all 
matters pertaining to teacher appointments (Kipsoi & Sang, 2008). 
 
It is clear that teacher recruitment is faced with many challenges that originate from the maximum 
participation of SGBs in teacher appointments. The above-stated irregularities in the appointments of 
teachers are indicators that invite the governments to re-visit legislation that regulate teacher 
appointments across the spectrum. 
 
The education system in the Kingdom of Lesotho does not differ in terms of teacher recruitment from 
other countries in Southern Africa. In Lesotho, there  is a School Management Committee (SMC) in each 
school. The SMC has the responsibility of recommending teacher appointments, promotions and 
transfers to the Teaching Service Commission (TSC).  The TSC has  ultimate legislative powers over all 
matters pertaining to teacher appointments, promotion, transfers and discipline. The selection of 
teachers in Lesotho is based on local hiring of teachers. Hiring locally obviously makes it more likely that  
local people will be appointed to fill the vacant posts. It is a common practice in Lesotho that posts are 
advertised, SGBs have a person in mind before they (The SGB panel) begin the process of appointment. 
There have been cases of qualified teachers being rejected by the SMC who wish to hire a local 
unqualified teacher. These discriminatory and unfair practices regarding the teacher appointments 
usually result to conflicts as a result of different SGBs interests (policy, planning and management of 
primary teachers in Lesotho (2005). 
 
Kipsoi and Sang (2008) argue that decentralization of the educational service is one of the many 
reforms that have taken place in many countries by governments with a view to improving service 
delivery to its citizenry. It is therefore argued that the devolution of authority will lead to a healthier and 
stronger relationship between schools and communities and will provide an alternative form of 
accountability to bureaucratic surveillance (Gamage, 1994, pp.45-46). In order to decentralize 
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educational services, the South African Government established school-based governance structures, for 
example, school governing bodies. The South African Schools Act of 1996 (SASA) mandates the 
establishment of school governing bodies (SGBs) comprise of parents, educators, learners and non-
educator members of staff (Van Wyk, 2007, pp.132). 
 
According to the SASA (1996), the SGBs have been mandated to execute many functions.  Among other 
responsibilities given to SGBs, is the recruitment of teachers for public schools. The recruitment of 
teachers is done by SGBs through interviews. The SASA stipulate that parents should be in the majority 
on the interviewing SGB panel as compared with teachers. 
This study will be conducted in the Libode Mega District in the Eastern Cape Province of South Africa. 
The Libode Mega District is the second biggest district in the Eastern Cape with 424 schools under its 
jurisdiction. It could be argued that it is a three and half district in one district. In it, Libode, Ngqeleni 
and Port St John's schools are fused into one big district, including 63 schools from Lusikisiki. 
 
The Libode district is one of the poorest districts in the Eastern Cape. More than 90% of its schools are 
in deep rural areas and are characterized by mud structures. Low literacy levels are very high amongst 
parents of learners who attend school in the area. The majority of parents who serve on the SGB are 
unemployed. The provisions for school governance included in the South African Schools Act were put 
into effect in May 1997 when the first official SGBs were elected (Karisson, McPherson & Pampallis 
2001, p.163). SASA grants schools and their constituent communities a significant say in decision-
making by devolving power to stakeholders who participate in democratic governance of schools (Lewis 
& Naidoo, 2004). The SGB structures have been established in the Libode district since 1997. There are 
about 3000 SGB members in the Libode district of which parents constitute the highest percentage as it 
is stipulated in SASA No 84 of 1996. 
 
The Department of Education (DoE) has an obligation to ensure that teaching and learning is taking 
place in all public schools. In order to achieve the above-stated objective, the department has to ensure 
that schools have teachers as per staff establishment of that particular school. 
 Therefore, the SASA No 84 of 1996 gives the responsibility of recommending teachers for appointment 
at school to the SGBs subject to the Employment Educators Act of 1998, and the Labour Relations Act 
of 1995.  
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The above-mentioned legislation stipulates clearly the procedures to be followed by the SGB panel when 
conducting interviews for teacher appointments. However, there are still some problems experienced in 
the process. For example, a post of head of department (HOD) was advertised in one of the schools in 
the Libode district and only two candidates applied for the post. The school wanted a teacher who had 
majored in English and IsiXhosa, as it was advertised. The two applicants majored in IsiXhosa and 
Biblical Studies. On realizing this, the panel committee decided not to proceed with the process of short-
listing and interviews. One of the candidates, who was a teacher at this particular school, was informed 
about the SGB decision and decided to lay a charge against the SGB through lawyers. The SGB agreed 
unanimously to re-advertise the post. At this stage the candidate in question was not short-listed 
because she did not qualify as the advert stipulated. The complainant candidate and her union are 
challenging the SGB for not short-listing her. In April 2009 the case was handed over to the district 
director and the whole process of appointment is at a standstill at the expense of the principal who does 
not have somebody to work with in the management of the school. 
 
Another incident of an  unfair appointment was reported to the district director by the circuit manager. 
After he (the circuit manager) conducted a workshop, the SGB appointment panel was constituted. The 
panel was composed of two parents, one teacher, two union members representing different unions 
and a circuit manager (as a resource person). On the day of the interviews the panel convened at the 
school and drafted criteria on how to arrive at a suitable candidate. In the criteria the SGBs stated that 
the person to be appointed must be an experienced English and History teacher with good grade 12 
results. When a recommendation was made, the SGB members went against the agreed-upon 
framework. The SGB allocated more points to the candidate who belonged to their community. The 
candidate who met the agreed-upon criteria was not recommended. The circuit manager reports that, ” 
When I exercised my duty as a resource person and reminded them (SGBs) of school challenges and 
the framework agreed upon, the panel suspected me of being biased towards a well performing 
candidate”.  One member of the panel even commented that, “You seem to know this man, inspector, 
and worried you are that he is not appointed”. The panel could not finalize these appointments because 
they were contested by the circuit manager and by the unions as well (letter addressed to the  Libode 
District Manager dated 27/07/08).  
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A similar incident to that narrated above occurred at Jojo SSS (a pseudonym) when a post of 
principalship was advertised. The SGB panel was constituted and trained in preparation for the 
interviews. On the day of the interviews, a panel was composed of three parents, two teachers, two 
union members and the circuit manager. The panel was chaired by the SGB chairperson. During 
interviews candidates were called one by one, as is the norm in all interviews. When one of the 
candidates was being interviewed, the circuit manager noticed something abnormal and he intervened 
immediately. For example, before the first question was asked, the scoring sheets were already filled in 
by the parent component of the SGB, i.e. allocation of marks was already done. The candidate was 
given 5 marks out of 5 by all SGB members which was a clear indication that they had ear marked this 
candidate. The interviewers had preconceived ideas about the candidate they are looking for 
(McPherson, 1999, p.24). The members of the school governing body were made to admit in writing 
that their action was illegal and the interview could not to continue. It was agreed by all parties involved 
that interviews should be called off and a new panel should be put in place according to a letter 
addressed to the Libode District Manager dated 20/02/07. 
 
The above-mentioned events reveal that the processes involved in the recruitment of teachers face 
many challenges. If these recruitment challenges are not attended to, they can turn schools into battle 
fields where teaching and learning cannot take place. Despite the fact that the appointment of teachers 
by SGBs in the former Transkei region of the Eastern Cape has been dogged by controversy, no 
research has been conducted. It is therefore in the interest of the researcher to explore the perceptions 
of stakeholders who are school principals, teachers, teacher unions, SGBs and circuit managers 
concerning teacher recruitment in Libode district.  
 
1.5 STATEMENT OF THE PROBLEM  
 
The problem researched in this study is centred around  the appointment of teachers by the SGBs 
through interviews and why such interviews usually result in disputes. The researcher undertook this 
study in order to explore the perceptions of role-players in the appointment of teachers by SGBs. That 
is, to determine whether their conflicting perceptions could be a cause of the conflicts that emanate 
from the interviews. The above discussion indicates that the Libode district of education is experiencing 
major problems in as far as teacher appointments are concerned. Interviews are challenged now and 
again by the teacher unions and by teachers themselves due to guidelines and procedures that are not 
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correctly followed by the SGB panel committee during interviews. Studies in Victoria and South Australia 
show that during interviews, panelists preferred candidates whose answers to questions were within 
their own cognitive level of understanding, and penalized candidates who produced academically sound 
responses which they, for example, acquired as a result of their post-graduate studies (Dehaloo, 2005, 
p.25).  In many instances, the SGBs fail to account for decisions, hence the process of interviews has to 
be repeated. The reason why interviews are characterized by conflicts is a matter of concern in the 
system of education.  
A grievance complaint should be lodged within seven days from the date of the interviews and this 
complaint has to be heard within thirty days of the receipt of such grievance. Union observers may also 
lodge complaints on behalf of their members. Should any matter not resolved to the satisfaction of the 
aggrieved party, a formal dispute may be lodged with the Education Employee Relations Council (EERC) 
within thirty days of receipt of such grievance. Until disputes have been resolved, the Department of 
Education is not permitted to make any appointment to the post in disputes.  
 
The following are some of the areas that can lead to disputes/grievances: 
 
 failure to notify or invite the recognized trade unions; 
 late notification by the SGBs to the recognized trade union; 
 late notification or invitation by the SGBs to the applicant; 
 the interview committee not being a quorum;  
 the exclusion of an educator member of the SGB who is not an applicant for a promotion 
post; 
  applicant short-listed who does not meet the minimum requirements; 
 members of the interview committee having a vested interest but refusing to recues 
themselves; 
 discriminatory or prejudiced criteria used to short-list or interview the candidate and  
 breaking of the code of confidentiality, (Education Labour Relations Council, 2003, p.77).  
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1.6 STATEMENT OF THE RESEARCH QUESTIONS 
 
Qualitative research problems are phrased as research statements or questions, but never as a  
hypothesis (Mammen & Molepo, 2007). Leedy and Ormrod (2005) argue that research questions do not 
offer any speculative answers related to the research problem. 
 
 
The following are the key research questions and sub-questions on which the researcher based his data 
collection. 
KEY REASERCH QUESTION: 
 
What are the role players’ perceptions of the involvement of School Governing Bodies in the 
appointment of teachers in the Libode District? 
SUB- REASERCH QUESTIONS: 
 What perceptions do principals have about the role of the SGBs regarding the 
appointment of teachers? 
 What perceptions do teachers have on the role of the SGBs during the appointment 
of teachers? 
 What are the perceptions of SGBs on their involvement in the appointment of 
teachers? 
 What are the perceptions of teacher unions of the appointment of principals and 
teachers by the SGBs? 
 What perceptions do circuit managers have on the role of the SGBs during the 
appointment of teachers? 
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1.7 AIMS AND OBJECTIVES OF THE STUDY 
 
When one reflects on the problem stated above, the following will be the aims                                                                     
and objectives of the study: 
 
 To explore the perceptions of  principals on the appointment of teachers by the 
SGBs; 
 To explore the perceptions of teachers on the involvement of the SGBs on teacher 
appointments; 
 To explore the perceptions of the SGBs on their involvement in the appointment of 
teachers; 
 To explore the perceptions of the teacher unions on the appointment of teachers 
by SGBs; 
 To explore the perceptions of the circuit managers on the appointment of teachers 
by SGBs. 
 
1.8 RATIONALE OF THE STUDY 
 
According to the South African Schools Act no 84 of 1996, school governing bodies have been mandated 
to conduct interviews and recommend teachers for appointment by the Head of Department (HOD). The 
researcher is employed as a circuit manager in the Department of Education in the Libode district. 
Circuit managers are involved in the appointment of principals as resource officers. The researcher 
decided to pursue this topic because schools, communities, role-players and the Department of 
Education are experiencing problems as a result of interviews conducted by school governing bodies. 
The researcher has been directly involved in some of these conflicts as a departmental official at the 
offices of the Libode District of education. 
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1.9 SIGNIFICANCE OF THE STUDY 
 
According to SASA, school governance means determining the policy and rules by which a school is 
organized and controlled. This study will help education policy developers to understand which policies 
should be executed by SGBs and which ones are to be carried by management. District officials will 
better understand the possible sources of conflict that characterize appointments of teachers and 
principals by SGBs and be able to advise the Department of Education regarding possible solutions to 
the problems around appointments. 
 
 
1.10  CLARIFICATION OF CONCEPTS 
 
School Governing Body (SGB): A governing body is a statutory body of people who are elected to 
govern a school in accordance with Section 16 of the South African Schools Act no 84 of 1996. The 
SGBs consist of parents of learners who are not employed at the school, teachers, and learners (in the 
case of secondary schools). Duties and functions of the SGBs are described in Sections 20 and 21 of 
SASA which, among other aspects include the selection and recommending to the Superintendent 
General (SG) of Education, suitable persons for appointment. 
 
South African Schools Act (SASA) : This refers to the present Act which was established in 1996 to 
give guidance and regulate all activities and functions of educational institutions in the Republic of South 
Africa. 
Selection:  Selection involves the process of choosing the most suitable candidate to fill a vacant post 
(SASA no 84 of 1996). 
Appointment: Appointment refers to the placement of the successful candidate in an advertised 
position after all due processes have been followed. 
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Capacity: The Concise Oxford Dictionary of current English explains capacity as "mental power" or 
"legal competence" to perform a given task. This explanation translates into the talents, skills and ability 
to effectively and efficiently perform one's duties (Allen, 1991, cited in Maluleka 2008, p.12). 
Education Policy:  Education Policy refers to the implicit or explicit specification of courses of 
purposive action being followed in dealing with a recognised problem or matter of concern, and is 
directed towards the accomplishment of some intended or desired set of goals. It can also be thought of 
as a position or stance developed in response to a problem or issue of conflict, and directed towards a 
particular objective (Harman, 1984, p. 13). 
1.11  CHAPTER OUTLINE 
 
This study reflects some of the stakeholders' perceptions on teacher appointments conducted by the 
SGBs. It also reflects the methods that will be used to collect and analyze data. The proposal provides a 
road-map for the subsequent chapters which will be organized as follows: 
 
Chapter 1: Introduction 
Chapter 1 will provide a general overview to the study, including an introduction to and background of 
the study. This chapter will also contain the research problem, research questions, aims and objectives 
of the study, rationale and significance of the study.  
Chapter 2: Literature review 
This chapter will provide a literature review on which the study is based. 
Chapter 3: Research methodology 
The third chapter will describe the research process in-depth, including the research design and 
methodology to be followed in the study. 
Chapter 4: Research results 
This chapter will present the raw data, an analysis of the data and the findings of the study. 
Chapter 5: Conclusion and recommendation This chapter will contain the summary of the findings, 
recommendations and conclusion of the study. 
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CHAPTER 2:  LITERATURE REVIEW 
 
2.1.  INTRODUCTION 
 
Mammen and Molepo (2007) argue that a comprehensive and well-intergrated literature review is 
essential to any study because it provides the researcher with a good understanding of the issues and 
debates in the area that he/she is working in, current theoretical thinking and definitions, as well as 
previous studies and their results. 
It was stated in Chapter one of this research study that, among other responsibilities given to the SGBs, 
is the recommendation of teachers for appointment (SASA, 1996). The aim of this study was to 
investigate the stakeholders' perceptions of the involvement of the SGBs in the appointment of 
teachers, therefore, to carry out such a study successfully it was important to first review literature 
about issues related to the study. For example, literature on the perceptions of principals, teachers, 
teacher unions, SGBs and circuit managers on teacher appointments was reviewed.  However, there is 
not much literature with regard to the responsibility of the SGBs in the appointment of teachers within 
the system of education of South Africa.  In other countries too, besides South Africa, SGBs have been 
mandated to make recommendations for the appointment of teachers by head office. 
 
2.2   PERCEPTIONS ON THE ROLE OF THE SGBs IN THE APPOINTMENT OF  
         TEACHERS 
 
Revel (2000) asserts that in the selection and recruitment of teachers, many poor judgements appear to 
be related to inadequate training as well as the problem of leaving the interviewing of teachers in the 
hands of amateurs who are ill equipped to act as substitutes for HR professionals. Grieves (2004, p.35) 
argues that the most controversial aspects of selection occur when there are conflicts of interest in the 
roles of the SGBs. He further argues that when a selection panel considers the relative wages of 
applicants, rather than their abilities, or when a parent governor of a selection panel fails to notify the 
entire panel that he/she knows one of the applicants, then conflicts of interest results. The above-stated 
problems convey a clear message that conflicts on teacher appointments pose a world-wide problem.  
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Interviews conducted by SGBs present challenges and continue to do so particularly for less literate 
parent component of the SGBs because of its specialized nature (Chaka 2005, p.3). For example, 
according to the departmental official in Kwazulu-Natal, interviews were conducted in English. This was 
done with a view of attracting applicants of various races, and served to exclude some parents who 
could not speak the language. The fact that policy documents in themselves are in English limits 
parents' understanding of their roles and responsibilities (Chaka, 2005). Therefore, it is a matter of 
concern in South Africa, and in other countries as well, whether to involve parents in the appointment of 
teachers or not. 
 
Thody (1994, p.82) asserts that the SGBs need knowledge-based skills to cope with the change in 
culture and to improve the quality of their decision-making. However, lack of expertise means that 
several SGBs cannot participate effectively in the decision-making process. As a result, the SGBs can be 
easily manipulated by the influential community members into doing things within the school in 
accordance with their wishes (Maluleka, 2008). 
 
Marishane (1999, p.91) argues that the SGBs have to exercise their power mandated to them in areas 
affecting teacher recruitment, selection and appointment. In the process of executing these duties, 
there are legal requirements pertaining to the handling of personal issues that need to be considered by 
the SGBs. However, they (SGBs) espouse limited knowledge when dealing with these personal yet 
related issues. As a result, their decisions are successfully challenged by stakeholders. 
 
According to The Ministerial Review Committee Report (DE, 2004), there is insufficient capacity 
concerning key dimensions of the work of school governance; for example, teacher appointments, 
developing policies in critical areas such as language, discipline and religion. One teacher interviewed by 
Van Wyk (2004) maintained : "The workshops for training of SGBs should be made to evaluate their 
performance. No follow-ups, no improvement. The SGBs, especially the parents, need to be work-
shopped. The Department of Education needs to educate these parents to at least the level of grade 4 
or 6 (Van Wyk, 2004). Ignorance and incapacity to perform certain functions tend to cause governing 
bodies to function only as crisis committees (Karisson, 2001, p.169). 
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Mathonsi (2001, p.4) argues that since the establishment of school governing bodies in 1997, major 
weakness have come under the spotlight. There are enormous problems facing many schools and 
communities in realizing the new form of participatory governance. These problems include the 
marginalization of black parents in schools that are racially mixed, insufficient capacity among many 
SGBs and provincial authorities (The Ministerial Review Committee, 2004). Morgan (1986, p.153) cited 
by Bush (2004) asserts that in England, teacher selection committee had four main shortcomings: 
 Selection had a meagre knowledge of the job and used undeclared criteria;  
 The roles of the different groups of selectors were ambiguous; 
 Non job-related factors dominated the decisions. 
 
Bush (2004) notes that training in teacher selection is essential for parents.  He further stipulates that 
parents on selection panels fall into one of three categories: those who leave the decisions to the 
professionals, a group that have minds made up beforehand and those who do not come clean about 
hidden agendas. 
Malangwane (2007) conducted a research study on the appointment of school principals in schools and 
presented the following findings: 
 School governing bodies' techniques made it difficult for the interviewees to understand 
the content; 
 SGBs' questioning style was never precise and questions sounded as though they were 
never tested prior to the actual interviews; 
 SGBs were encountering some difficulties which, among other aspects, included the 
handling of responses of candidates. 
 
 
Malangwane (2007) concluded that the capacity of most SGB members was not up to the expected 
standards and there was a great need for the department in the Mpumalanga Province to develop and 
implement a comprehensive capacity-building programme for SGBs immediately. The response of 
interviewees also highlighted a need for the system to institute a review commission into the legitimacy 
of the SGBs as a structure tasked to play a leading role in the process of recruiting school principals. 
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2.2.1  Perceptions of teachers on the role of the SGBs towards the appointment of  
          teachers 
 
According to a study conducted by Niitembu (2007) on teacher appointments, a teacher pointed out 
that before Namibia obtained independence in 1990, the role of SGBs was to ensure that learners 
attended school, but after independence SGB were mandated to recruit teaching and non-teaching staff. 
He (teacher) stated that, this function of teacher recruitment was very difficult for the SGBs to perform 
since they (SGBs) did not know much about teachers' qualifications, therefore they (SGBs) should not 
be involved in teacher appointments. 
 
Teachers interviewed by Diko (2004) perceived involvement of the SGB parent component as a creation 
of a terrain where some apartheid practices were incorporated and democracy was sidelined. What this 
perception implies is that, government policies that guide teacher appointments are violated. In reality 
SGBs do not exercise democracy in teacher appointments. The SGBs recommend candidates who are 
known to them and not according to merit.  According to the study conducted by Gina (2006), 
interviewed teachers contended that the process of interviewing teachers is demanding and it requires 
deep understanding of interviewing procedures. Teachers further argued that SGBs in rural areas had a 
low level of education and that poses a major challenge to them in performing a professional function. 
One of the interviewed teachers also asserted that the manner in which some SGB members of the 
interview committee read and asked questions confirmed that, they (SGBs) had not attained an 
adequate level of education, therefore, they should not be part of an interview committee. 
 
The majority of teachers who were interviewed by Gina (2006) had a perception that nepotism played a 
role in teacher appointment and was the order of the day in a Madadeni ward where he conducted his 
study. As a result, there were unresolved conflicts and disputes emanating from interviews conducted 
by the SGBs. According to Gina's research study, one of the interviewed teachers argued that he did not 
have words to express his frustrations when he discovered that he merely accompanied the earmarked 
candidate who had already been assured of the post. Interviews, according to this teacher, were just a 
formality, otherwise SGBs knew who they wanted to recommend for the post.  
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Teachers, according to Gina's research study, had a perception that interviews had lost their value and 
they tended to lose interest to applying for the posts when advertised. Another teacher interviewed by 
Gina argued that: 
 
 SGB scoring was inconsistent; 
 They (SGBs) did not understand the response from the candidates; 
 The SGBs just scored to get the process over and done with; 
 The SGBs gave high score to the earmarked candidates; 
 SGBs did not consider strong points and weaknesses of candidates. 
 
According to Gina (2006) interviewed teachers concluded that SGBs were not interested in the 
education of their children, and as a result were easily influenced. Teachers, according to Dehaloo's 
(2008) research study asserted that the appointment of teachers was often marred by impropriety by 
certain SGB members who recommended unsuitable candidates, i.e. candidates whose expertise, 
experience and credibility were often in question. Teachers further argued that the SGBs with their 
semi-literate or illiterate persons serving on interview panels could prejudice deserving candidates. They 
(SGBs) selected candidates from their own schools above other candidates, largely on the basis that 
these candidates were known to them. Teachers perceive this as a selection bias that needed to be 
addressed by the Department of Education.   
 
In a study conducted by Van Wyk (2004, p.52) on teacher appointment, one teacher expressed the 
following opinion: 
 
" It makes me angry to let the SGB select and promote teachers while they didn't even finish Grade 8. 
Just imagine interviewed by a person with less knowledge about your career and such people must 
choose the correct person to lead the school. Appointments must be done by educationists from the 
department of education''. 
 
Another teacher complained that the SGBs were unable to make an impact on school policies and 
practices because they did not fully understand  SASA and the power and responsibilities it afforded 
them due to their illiteracy. The above direct quotation from a teachers indicates clearly that teachers 
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are not comfortable with the teacher appointments done by SGBs hence the recommendation that the 
Department of Education should take this function from SGBs. 
The study conducted by Van Wyk (2006, p.49) reveals that 74% of teachers were in favour of the SGBs' 
involvement in the selection and appointment of teachers. They asserted that SGBs' involvement made 
them (SGBs) aware of the type of teachers there were in their school. Teachers further argued that the 
law stated that the SGBs must interview teachers and they were therefore compelled to accept the 
situation. One teacher had a broader vision, arguing that SGBs had been given the responsibility to 
make decisions about their schools so as to preserve the norms and values of their schools. 
 
2.2.2   Principals' perceptions of the SGBs' capacity to appoint teachers 
 
 Makhanya (2006), found that principals had the following perceptions: 
 Parents might be intimidated by the presence of teachers during interviews due to their 
(SGBs) level of illiteracy; 
 Illiteracy and incapacity of the SGB parent component poses a challenge because of their 
performance during interviews; 
 SGBs confuse recommending for appointment with appointing teaching staff.  
 
One of the interviewed principals remarked, ''I have a problem having SGBs in the selection committee; 
most of them are so illiterate such that they do not understand questions hence they do not know what 
the expected response should be, and they (SGBs) cannot score objectively". Some principals concur 
with teachers' perceptions that SGBs should not be involved in teacher appointments due to their lack of 
professional expertise. 
 
Van Wyk (2004) states that low competency and low literacy levels of parent members of the SGB in 
rural schools place restrictions on the functioning of the body, including the power that they are able to 
exert in general. Mathonsi (2001) remarked that there had been weaknesses in school governing bodies 
since they were established and that these weaknesses were attributed to a high level of illiteracy 
among parents. Adams and Waghid (2005, p.30) pointed out that in the schools that were located in 
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disadvantaged communities, like the schools in this study, the parent component of the SGB members 
tended to be either illiterate or to have limited schooling; this precluded them from enacting their roles 
effectively. 
 
Van Wyk (2004, p.52) notes that most principals who were interviewed felt strongly that the SGBs 
should continue to play a role in the appointment of teachers because they were aware of the needs of 
the school and community and therefore knew which teachers to select and promote, but in contrast, 
Karisson (2001, p.176) warns that inequalities between schools could be exacerbated by allowing SGBs 
to recommend the appointment of teachers. 
 
2.2.3  Perceptions of the SGBs about their role in the 
           appointment of teachers 
 
Diko (2004) reports in his research study that interviewed SGBs perceived principals as influential 
stakeholders in the whole process of teacher recruitment. The SGBs felt that they were left out in the 
teacher employment process because they were not given a chance to voice their opinions by the 
school principals. If this perception is true, it contradicts the South African School Act 1996 which 
requires that SGBs should play a major role in the process, especially with regard to the selection of 
candidates, the interview process and recommending of suitable candidates for appointment. The SGBs, 
according to this study, had a perception that they were being used to rubber stamp a process that is 
mainly driven by the principal. They (SGBs members) further argue that if the principal is targeting a 
certain candidate the requirements can be tailor made to suit the candidate concerned and not 
according to curriculum needs of the school. 
 
 
According to Mahlangu (2008), the interviewed SGB memers were of the opinion that interviews ought 
to be conducted by school management teams (SMT) because they (SGBs) are not trained in this 
function, and it needs professionals. SASA 1996 stipulates unequivocally that SGBs have been mandated 
to conduct interviews for the appointment of teachers.  Mahlangu interviewed SGBs from another school 
who stated that they used their discretion by taking the teacher's appearance and clothes into 
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consideration to see if he/she "looked like a teacher". The SGBs perceive the principal as the one who 
controls or dictates policy on teacher appointment (Mncube, 2009, p.13).  According to Malangwane 
(2007, p.34), the SGBs admitted that their level of education was not up to the expected standard and 
they further pointed out that, at times, they faced problems when evaluating responses of candidates. 
Some of the SGBs interviewed by Malangwane (2007) perceived their involvement in the appointment of 
teachers as a very good initiative taken by the Department of Education.  
 
The SGBs interviewed by Malangwane also admitted that the Department of Education conducted 
capacity-building workshops for them on teacher recruitment but they perceived these workshops as 
inadequate. These workshops were inadequate in the sense that in most cases only the chairperson and 
their deputy or secretary was invited to attend, therefore, SGBs had a perceptions that the system only 
prepared the chairperson to be fully informed; this would at the end of the day, create some problems 
when the interviewing committee was to be formed. They (SGBs) further pointed out that training of 
SGBs, as far as conducting of interviews was concerned, was insufficient. This makes it difficult for their 
schools to get effective and efficient principals and teachers. 
 
2.2.4  Perceptions of teacher unions with regard to the appointment of principals 
           and teachers by the SGBs 
 
Teacher union members who were interviewed by Gina (2006) argued that a candidate who responds 
for a few seconds or in two sentences gets the highest scores or points.  On the other hand, the 
candidate who knows what he/she is saying gets the lowest points. it is therefore clear that SGBs were 
ineffective. In a study conducted by Malangwane (2007, p.42), teacher union members pointed out that 
the process of recruiting teachers was conducted by SGBs, a structure which was not yet ready for this 
function. Teacher unions further asserted that SGBs were not adequately trained to correctly evaluate 
and make accurate decisions on the most suitable candidate. Teacher unions concurred with what was 
been said by the teachers, that is that SGBs, and the parent component in particular, lacked skills and 
expertise needed to conduct interviews due to illiteracy.  According to Malangwane (2007), teacher 
unions stated that the inconsistence in the application of Acts and government policies on teacher 
recruitment resulted in some situations where decisions taken by SGBs could not be guaranteed as free 
and fair. 
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2.2.5  Perceptions of the circuit managers of the role played by the SGBs during the 
           appointment of teachers 
 
During interviews conducted for teacher appointments, the circuit manager had to act as a resource 
person. According to Malangwane (2007, p.43), circuit managers contended that interviews conducted 
by SGBs were, in most cases, not properly managed.  As a result, outcomes of these interviews are 
usually not a true reflection of what actually takes place during the interviews.  
The circuit managers felt that candidates who were being recommended were those who were skilled at 
making a good impression and were able to convince the interviewing committee during their 
presentation. 
 
Circuit managers perceived the drafting of selection criteria by the SGBs as, in most cases, a mechanism 
that provided SGBs with an opportunity to choose alternatives in the application of certain Acts and 
Policies and that usually prejudiced interviews. They further stated that interviews  conducted by SGBs 
were in most cases characterized by conflicts of interests whereby SGB members tended to put their 
own interests first above the interests and needs of the school  (Malangwane, 2007). 
 
2.3  CONCLUSION 
 
The literature review in this chapter reveals that involvement of the SGBs in the appointment of 
teachers poses a major challenge to the Department of Education internationally. The research studies,  
as discussed above, clearly indicate that involvement of the SGBs in the appointment of teachers is not 
recommended by the professionals. They claim that the appointment of teachers is a professional 
function therefore it should be executed by professionals.  According to the professionals, the 
involvement of the SGBs whom they (professionals) claim are illiterate, compromises the appointment of 
quality teachers.  In the USA, as indicated earlier, this function of teacher appointment was taken away 
from the SGBs and delegated to the professionals.  The findings of research studies on the involvement 
of the SGBs  on teacher appointment  conducted in African countries such as Kenya, Lesotho, Botswana 
and South Africa concur with the findings in the USA which is that the SGBs, due to illiteracy and lack of 
skills should not be involved in the appointment of teachers. 
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CHAPTER 3:  RESEARCH METHODOLOGY   
 
3.1. Introduction 
 
The chapter explains in details the processes that were engaged in the design and conducting of the 
interviews, techniques that were used in the presentation, and analysis of the collected data. The main 
purpose of this study was to explore the perceptions of the stakeholders on the involvement of SGBs in 
the appointment of teachers. The researcher selected three schools in deep-rural areas of the Libode 
Mega District. A purposive sampling technique was followed in this study as highlighted in the previous 
chapters. 
As mentioned in Chapter 1, the research study was guided by the following research questions: 
 What perceptions do principals have about the role of the SGBs regarding the 
appointment of teachers? 
 What perceptions do teachers have on the role of the SGBs during the appointment of 
teachers? 
 What are the perceptions of the SGBs on their involvement in the appointment of 
teachers? 
 What are the perceptions of teacher unions of the appointment of principals and 
teachers by the SGBs? 
 what perceptions do circuit managers have on the role of the SGBs during the 
appointment of teachers? 
 
3.2  DESCRIPTION OF  SCHOOL SETTINGS 
 
School A is a junior secondary school (JSS) which is 120 km away from the town of Libode. It is a rural 
school situated in a disadvantaged community. The school is declared by the government as a "No fee" 
school because parents cannot afford to pay fees for the education of their children. There are ten 
classrooms and one administration block. Learners are not getting quality education due to lack of 
educational facilities and resources.  For example, there are no libraries, laboratories, computer facilities 
and sport facilities. The community is characterised by illiteracy, a high rate of unemployment and 
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poverty. Parents do not show any interest in the education of their children. They rarely visit the school 
or attend parents' meetings.  
 
School B is a junior secondary school (JSS) located 60 km away from the town of Libode. The school is 
in the deepest of deep rural areas and as a result, it belongs to quintile 1 category. It is one of the most 
under-resourced schools with no permanent buildings except a community- built structure. The school 
goes from grade R to grade 9 with 260 learners and 12 teachers. The level of education in the 
community is very low and as a result there is very little co-operation and commitment to the school. 
 
School C is a senior secondary school situated 80 km away from the town of Libode. This high school is 
in a deep rural area of the Libode District. The school starts from grade 10 to grade 12 with 851 
students and 29 teachers. The school offers general, commerce and science streams. There are 16 
permanent classrooms. The school is under resourced; for example, there is no science laboratory, no 
computer laboratory and no library. The performance of Grade 12 learners is always below 50%. The 
school community is characterised by illiteracy. Out of 8 SGB members (parent component) only 1 
member passed had grade 12, the others had not go beyond grade 1 or grade 2. As a result, they 
(SGBs) are not giving the school the support they are supposed to give. 
 
The schools mentioned above have similar characteristics: they are in deep rural areas, they are poorly 
resourced, the infrastructure is in a bad condition, there is a major shortage of classrooms and there is 
a high percentage of illiteracy in the communities. The three schools are also characterized by disputes 
emanating from the interviews conducted by the SGBs regarding  the appointment of teachers.             
 
3.3  QUALITATIVE RESEARCH 
 
The researcher selected the qualitative research approach to collect data because of its interactive 
nature. McMilllan and Schumacher (2001, p.37) point out that qualitative research design typically 
investigate behaviour as it occurs naturally in non-contrived situations, and there is no manipulation of 
conditions or experience. Maluleka (2008, p.46) argues that qualitative research always involves some 
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kind of direct encounter with ''the world", whether it takes the form of ongoing daily life or interaction 
with a select group.  
According to Bogdan and Biklen (1992, pp.29-33), there are five important characteristics of qualitative 
research design: 
 Qualitative research occurs in natural settings; 
 Qualitative research is descriptive; 
 Qualitative researchers are concerned with process rather than simply the outcome 
products; 
 Qualitative researchers tend to analyze their data inductively. 
 
Taking into consideration the above-stated characteristics of qualitative research, the researcher 
decided to employ it (qualitative design ) in order to investigate  the perceptions of stakeholders 
regarding the involvement of SGBs in the appointment of teachers.  Lankshear and Knobel (2004, p.69) 
argue that qualitative research is differentiated most easily from documentary and quantitative research 
approaches by its strong reliance on gathering information about events, processes, programmes, 
issues, activities and the like as they occur within real contexts by interviewing eye witnesses.  
They further assert that qualitative research provides rich and detailed descriptions (rather than 'counts' 
or statistical relationships) of people in action (e.g. a teacher, a student, or curriculum writer), specific 
programmes or social practices. 
 
 According to Leedy and Ormrod (2005), the term qualitative research encompasses several approaches 
to research that are, in some respects, quite different from one another. Yet all qualitative approaches 
have two things in common: firstly, they focus on phenomena that occurs in natural settings, that is in 
the "real world". Secondly, some qualitative researchers believe that there isn't necessarily a single, 
ultimate truth to be discovered. Instead, there may be multiple perspectives held by different 
individuals, with each of these perspectives having equal validity, or truth. One goal of a quality study 
might then be to reveal these multiple perspectives (Leedy & Ormrod, 2005). 
 
Mason and Bramble, 1989, p.36), cited by Adonis (2008, p.90), note that qualitative research covers an 
array of interpretive techniques which seek to describe, decode, translate and otherwise come to terms 
with the meaning of certain, or more naturally occurring, phenomena. Furthermore, qualitative research 
views human behaviour as a product of how people interpret the world.  Ary, et al. (1990, p.447) point 
out that in a qualitative investigation, the researcher is the data -gathering instrument because he/she 
talks to people in their natural setting, reads their documents and written records and records this 
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information in field notes or journals. For this study, the researcher interviewed principals, teachers, 
teacher unions and SGBs in their natural work environment. The researcher also interacted with the 
minutes of panel committees and correspondence to the Department of Education in order to get more 
information about problems experienced by schools emanating from teacher appointments. 
 
Qualitative research studies serve the following purposes: 
 Description: This can reveal the nature of certain situations, settings, processes, 
relationships, systems or people. 
 Interpretation: This enables a researcher to (a) gain new insights about a particular 
phenomenon, (b) develop new concepts or theoretical perspectives about the 
phenomenon, and (c) discover the problem that exist within the phenomenon. 
 Verification: This allows a researcher to test the validity of certain assumptions, 
claims, theories  or generalizations within real-world contexts. 
 Evaluation. They provide a means through which a researcher can judge the 
effectiveness of particular policies, or innovations (Leedy & Ormrod, 2005, p.134). 
 
According to Leedy and Ormrod (2005, p.135) there are five common qualitative research designs. 
These designs are case study, ethnography, phenomenology, grounded theory, and content analysis. 
For this study, the researcher used "case study" research design.  
 
 
3.4  CASE STUDY  
 
Cohen, et al. (2007) describe case study as a specific instance that illustrates or represents a more 
general principle. A case study enables readers to understand ideas more clearly. Cohen, et al. (2007) 
further argue that case studies can penetrate situations in many ways in which numerical analysis 
cannot. In a case study, the researcher collects extensive data on the individual(s), programme(s), or 
event(s) on which the investigation is focussed. 
 
 These data often include interviews, documents and observations. The researcher also records details 
about the context surrounding the case, including information about the physical environment and any 
historical, economic and social factors that have a bearing on the situation (Leedy & Ormrod, 2005, 
p.135). In this study, the researcher gave descriptions of schools' settings, and information about 
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participants; for example, their gender, age, level of education and years of experience serving on the 
School Governing Body, (see tables, 3.1-3.4 ) Cohen, et al. (2007) argue that a case study provides a 
unique example of real people in real situations, enabling readers to understand ideas more clearly 
rather than simply by presenting them with abstract theories or principles. The researcher interviewed 
principals, teachers, SGBs at their work places. According to Clifton, et al. (2006) case studies develop 
an in-depth analysis of a single case, or multiple cases, carefully bounded by time and place. They 
further argue that researchers draw on multiple sources for example, interviews, documents, 
observations, artifacts, and the like, focussing sharply on context to describe the case, generate themes 
and make assertions. 
 
Case studies may be either unique (intrinsic) or representative of a broad issue (instrumental) and can 
be selected based on purposeful sampling that is, choosing cases because they are interesting or 
convenient as opposed to drawing a random sample. For example, for this study the researcher 
purposefully selected the schools because he (the researcher) was interested in the problems schools 
experience emanating from the appointment of teachers. A Case study has several hallmarks in that: 
 It focuses on individual actors or groups actors, and seeks to understand their perceptions 
of events; 
 It is concerned with a rich and vivid description of events relevant to the case; 
 It blends a description of events with the analysis of them, (Cohen, et al, 2007:253). 
 
David and Sutton (2004) describe case studies as in-depth studies of specific 'units'. Units may be 
individuals, organizations, events, programmes or communities. They emphasise that case studies are 
distinguished from experiments in that they (case studies) are not specifically designed for comparison. 
They are also distinguished from surveys in that they are primarily designed to investigate specific cases 
in-depth. David and Sutton (2004) also argue that case studies draw upon a range of methods, such as 
interviews, documents, observations and arti-fact collection and analysis. 
Cohen, et al. (2007, p. 256) discuss the following advantages of case studies: 
 Case study data are strong in reality. This is because case studies are in harmony with the  
reader's own experience, and therefore they provide a natural basis for generalization; 
 Case studies recognise the complexities of social truths and situations, and can therefore  
bring out discrepancies or conflicts between viewpoints of participants; 
 Case studies are 'a step to action'. 
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As indicated earlier, the researcher used case study research design in order to explore the perceptions 
of stakeholders on the appointment of teachers by the SGBs through interviews.   
 
3.5  POPULATION AND SAMPLE 
 
3.5.1  Population 
 
Kumar (2005, p.165) defines population or the study of population as the class or electorates from 
which you select a few people to question in order to find answers to your research questions. The 
population for this study were selected schools principals, SGBs teacher component, teachers who were 
once interviewed for jobs, SGBs (the parent component) teacher union members and circuit managers 
at Libode Mega District offices. 
 
3.5.2  Sampling 
 
Maree (2008) argues that sampling refers to the process used to select a portion of the population for 
the study. For this study, the researcher used purposive sampling. White (2005, p.120)  describes 
purposive sampling as sampling based entirely on the judgement of the researcher in that a sample is 
composed of elements that contain the most characteristic and  representative of typical attributes of 
the population.  According to Mammen and Molepo (2007, p.188) in purposeful sampling (sometimes 
called purposive, judgement, or judgemental sampling) the researcher selects particular elements from 
the population that will be informative about the topic of interest.  On the basis of the researcher's 
knowledge of the population, a judgement is made about which subjects should be selected to provide 
the best information in order to address the purpose of the research. For this study, the researcher 
targeted schools whose stakeholders experienced problems as a result of interviews conducted by SGBs 
for teacher appointments. 
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3.5.3  Sample            
 
The study was conducted in three rural schools in the Libode District. One cannot study everyone 
everywhere doing everything, even within a single case (Maxwell, 2005, P.87). Therefore, the sample 
for this study consisted of two SGB parent components, two circuit managers, three school principals, 
three SGB teacher components, and two teachers who were once interviewed (candidates) for 
appointments and two teacher union members from different unions (South African Democratic 
Teachers Union & National Professional Teachers of South Africa). The sample was composed of 
participants who were members of the panel committees which were responsible for conducting 
interviews for teacher appointments. The following tables show the number of participants and schools 
used to collect data, gender of the participants, age group, qualifications, years of service and positions 
held in the SGB structure.  
 
TABLE  3.1 Participants 
 
schools Participants  sample 
School A 
 
School B  
 
School C  
Principals 
 
Teachers (SGB)  
 
Teachers (candidate)   
 
SGBs (parents)  
 
SADTU 
 
NAPTOSA 
 
 
3 
 
3 
 
3 
 
2 
 
1 
 
1 
TOTAL  13 
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Table 3.2 : Principals' profile 
 
 Principal 1 Principal 2 Principal 3  
Type of school J.S.S  J.S.S S.S.S 
Gender  female Male Male 
Age group  40-45 38-43 40-45 
Years serving on SGB  5 years 8 years  6 years  
Qualifications  Bed honors HDE Teacher's diploma  
 
 
Table 3.3 : SGB Teachers' profile 
 
 Teacher  1 Teacher  2 Teacher  3 
Gender M M F 
Age group 30-40 40-45 35-40 
Years serving on SGB 5 yrs 8 yrs 6 yrs 
Qualifications Bachelor of 
Education 
Teacher's Diploma Teacher's,  Diploma,ACE 
 
Table 3.4: SGBs (Parent component) 
 
 SGB 1 SGB 2  
Gender  Male Female  
Age group  60-63 60-66 
Years serving on SGB  15 years 16 years 
Level of education  Standard 1  None 
Position  Secretary  Chairperson  
Professional qualifications     None  None  
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3.6  DATA COLLECTION 
 
This sub-section describes the processes that were followed in the presentation and analysis of data 
that were collected through the interviews and in-school/internal documents and direct observations. 
The following processes were employed: 
 
3.6.1  Interviews 
 
Maluleka (2008, p.53) defines interviews as a meeting of two persons who meet to exchange 
information and ideas through questions and responses, resulting in communication and joint 
construction of meaning about a particular topic. Cohen and Manion (1994, p.272) point out that as a 
distinctive research technique, the interview may serve three purposes: Firstly, interviews may be used 
as the principal means of gathering information which have a direct bearing on the research objectives. 
Secondly, interviews make it possible to measure what a person knows (knowledge or information), 
what a person likes or dislikes (values and preferences) and what a person thinks (attitudes and 
beliefs). Thirdly, the interview may be used in conjunction with other methods in a research study. In 
this study interviews were used in conjunction with documents and direct observation. 
 
Cohen and Manion (1994, p.271) define interviews as a two-way conversation initiated by the 
interviewer for the specific purpose of obtaining research information. For the purpose of this study, the 
researcher used the semi-structured interview. Freebody (2003, p.133) asserts that semi-structured 
interviews begin with a predetermined set of questions, but allow some latitude in the breadth of 
relevance. To some extent, what is to be relevant to the interviewee is pursued. The talk is typically 
then tabulated or transcribed in full and the researcher may decide what to analyse in-depth, depending 
on the patterns and themes that emerge (Freebody, 2003). Semi-structured interviews allow for the 
probing and clarification of answers (Maree, 2008). 
 
Cohen, et al. (2000, p.278) discuss the advantages of semi-structured interviews as follows: 
The framing of questions for a semi-structured interview considers prompts and probes. Prompts enable 
the interviewer to clarify topics or questions, whilst probes enable the interviewer to ask respondents to 
extend, elaborate, add to, provide detail for, clarify or qualify their responses. According to Hitchcock 
and Hughes (2005, p.157) the semi-structured interview is a much more flexible version of the 
structured interview. It is one which tends to be the most favoured by educational researchers since it 
allows depth to be achieved by providing the opportunities on the part of the interviewer who asks 
certain major questions of all respondents, but each time they can alter the sequences in order to probe 
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more deeply and overcome a common tendency for respondents to anticipate questions. This can be 
done by including spaces on the interview schedule for the interviewer to add comments or make notes. 
In this way some kind of balance between the interviewer and the interviewee can develop which can 
provide room for negotiations, discussions and expansion of the interviewees' responses. The 
researcher used semi-structured interview because of its advantages.  
 
The SGB panel members, union members, principals, teachers and circuit managers were interviewed to 
explore their perceptions regarding the involvement of the SGBs on teacher appointments. Interviews 
were conducted in isiXhosa for the SGB parent component and in English for the teachers as per their 
request. During data analysis, responses from the SGB parent component were translated into English. 
 
3.6.2  Documents 
 
In this study the researcher used documents as part of his data-gathering strategy. Documents are 
written or printed materials that may be official or unofficial, public or private, prepared intentionally to 
preserve historical records or prepared to serve an immediate practical purpose (Mammen & Molepo, 
2007, p.712). According to Maree (2008, p.82), data sources may include published documents, 
agendas, administrative documents, letters, reports or any document that is connected to  the 
investigation. Merriam (2001, p.126) argues that "documentary data are particularly good sources for 
qualitative case studies because they can ground an investigation in the context of the problem being 
investigated". Documents can be divided into primary and secondary sources. Primary sources are those 
which came into existence in the period under research. Secondary sources are interpretations of events 
of that period on primary sources. 
 
 
Examples of primary documents: 
 the records of legislative bodies, government departments and local authorities; 
 the minutes of academic boards, senior management groups, middle management         
meetings, trade union meetings/reports; 
 annual governors' reports; 
 bulletins; 
 News papers and journals ( Bell, 2006, p.157).  
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 For the purpose of this study the researcher used the original/primary source documents; for example, 
minutes of the SGB interview panel meetings, correspondence from teachers, teacher union reports on 
interview irregularities, letters challenging results of interviews, Departmental/official letters addressing 
disputes. Document analysis was used as a secondary source of data mainly to support the interview 
and observation data. The researcher went through these documents one by one. In all these three 
selected schools minutes reflect conflicts emanating from the appointment of teachers. For example, 
one SGB (parent) during interviews, allocated marks to the candidate who underperformed and, as a 
result, unions launched disputes. Included were letters from the Unions to the Department of Education 
complaining about SGBs who failed to conduct interviews democratically and fairly due to their low level 
of education. The researcher compared what was in the documents with the responses of the 
interviewed participants to categorise common themes/perceptions or ideas. 
 
3.6.3  Observations 
 
Cohen, et al. (2007, p.296) define observation as a research process that offers an investigator the 
opportunity to gather 'live' data from naturally-occurring situations. Furthermore, in this way, the 
researcher can look directly at what is taking place in a situation rather than relying on second-hand 
accounts. According to Bailey (1982, p.248), observation is regarded as the most preferred method of 
data collection when a researcher wants to study, in detail, the behaviour that occurs in some particular 
setting or institution. White (2005, p.158) defines the purpose of observational data as an opportunity 
for the researcher to describe the setting that was observed, the activities, what took place and the 
people who participated in those activities and their participation. 
 
The researcher, as a departmental official, participated in the interviews conducted by the SGBs for the 
appointment of teachers. He was there as a resource person (Circular No 49 of 2005). Most of the time 
the researcher was requested by the SGB chairperson of the panel to chair the interview proceedings. 
The panel chairpersons usually claimed that they did not have the capacity to conduct interviews due to 
semi-illiteracy. As an observer, the researcher noticed that SGBs (The parent component) faced a 
challenge when it came to setting criteria to select candidates who had to be interviewed for the posts. 
They (parents) relied entirely on circuit managers and teachers to draft the criteria and craft questions 
for the interviews. What the researcher observed was that the whole process (interviews) was directed 
and guided by the officials and teachers present during the interviews. According to SASA (1996) it is 
expected of the SGBs to manage the process of interviewing candidates  and  they must make sure that 
the departmental Acts and Policies are not violated. 
 
36 
 
SASA stipulates that two SGB members (parents) and one teacher should allocate marks to the 
interviewed candidates using the evaluation form (see appendix 1). The evaluation form is written in 
English and that poses a major challenge to the SGB parents who cannot speak or understand English. 
There is also a noticeable tendency of having teacher unions shifting from their status of being 
observers to being participants in the entire interviewing processes. Generally, this is usually triggered 
by non-participation of the SGBs' parent component in the process of short-listing and interviewing. 
Based on the above discussions, the researcher recommends non-involvement of the SGBs' parent 
component on the appointment of teachers because this a professional function as many researchers 
have indicated. 
 
The researcher's observation focused on the SGBs' parent component 
 Regarding  participation during short-listing; 
 During drafting of criteria for short-listing; 
 When formulating question for interviews; 
  During the interviewing process; 
  In allocation of marks using the score sheet. 
 
The points above described the area of the researcher's observations which were designed to 
find answers to the research questions.  
 
3.7  VALIDITY AND RELIABILITY 
 
Bogdan and Biklen (1992, p.150) contend that the most practical way of achieving greater validity is to 
minimize the amount of bias as much as possible. The sources of bias are the characteristics of the 
interviewer, the characteristics of the respondent, and the substantive content of the question; in 
particular, these include: 
 
 The attitudes, opinions and expectations of the interviewer; 
 A tendency for the interviewer to see the respondent in his\her own image; 
 A tendency for the interviewer to seek answers that support preconceived notions; 
 Misunderstanding on the part of the respondent about what is being asked. 
 
  Cohen and Manion (2007, p.144) argue that threats to validity can be minimized by: 
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 ensuring that there are adequate resources for required research to be undertaken; 
 selecting an appropriate methodology for answering the research questions; 
 ensuring standardized procedures for gathering data. 
 
The validity in this study was determined by the role players' maximum participation and willingness to 
freely communicate their experiences to the researcher in an atmosphere of trust. To enhance reliability 
the researcher used participant verbatim language, triangulation and participant review.    
 
 
McMillan and Schumacher (2001) contend that to enhance validity and reliability in qualitative research, 
researchers use a combination of strategies.  
The following were used in this study: 
3.7.1  PARTICIPANT VERBATIM LANGUAGE 
 
Verbatim accounts of conversations with interviewees, direct quotes from documents; for example, SGB 
minutes, minutes written by union members during interviews and minutes taken by circuit managers 
were used (McMillan & Schumacher, 2001). This was done to ensure that researcher's interpretations 
were based on the interviewees' utterances and not on the researcher's views. 
 
3.7.2  TRIANGULATION 
 
Clifton, et al. (2006, p.380) define triangulation as a process of obtaining information from several 
different sources, cross-checking, and verifying sources of information. According to Hitchcock and 
Hughes (1995), and Macmillan and Schumacher (2001) triangulation, as suggested by Keeves (1990), is 
the use of multiple methods in the study of the same phenomenon comparing multiple perceptions. 
Source triangulation was used in this study; for example, the researcher interviewed stakeholders. The 
documents on teacher appointments, the SGB minutes and correspondence from the teacher unions 
were consulted.  In the case of data triangulation the notion is that, every form of data is potentially 
biased and that the use of a variety of different forms of data collection can either eliminate or highlight 
these biases by convergence (Keeves, 1990). In this study, the researcher designed semi-structured 
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questions which SGBs, teachers, teachers' union members and circuit managers attempted to answer 
during interviews. 
 
3.7.3  PARTICIPANT REVIEW 
 
McMillan and Schumacher (2001) assert that the researcher may interview each person in -depth or 
conduct a series of interviews with the same person and ask the person to review a synthesis of the 
data obtained from him/her. To ensure validity and reliability of the study, the researcher asked 
participants to review their responses after each interview session. Participant review was done to make 
sure that misrepresentation of meanings was modified. 
 
3.8  ETHICAL CONSIDERATIONS 
 
Bogdan and Biklen (2003, p.44) suggest the following useful guidelines for qualitative researchers in 
their attempt to support ethical approaches. 
 Research sites where informants may feel coerced to participate in the research should 
be avoided. For instance, principals should avoid studying teachers and/or SGBs in their 
schools as part of their dissertation unless they can guarantee that the teachers' or 
SGBs' co-operation is authentic. Since this is almost impossible to do, it is best to avoid 
the appearance of coercion. The researcher should conduct his/her  investigation at 
other schools, not in his/her school to avoid the appearance of coercion. 
 The informants' privacy should be honoured. The privacy of the respondents should 
under no circumstances be violated. If one is studying a topic that informants might not 
want to engage in with the researcher, one should find a way to recruit subjects who 
accept the opportunity and also choose to participate in his/her study. The researcher 
sought permission to conduct his research from the three schools and the affected 
departmental officials before embarking on the research project. 
 There is a difference between the time which the informants are prepared to commit to 
the research during participant observation in public places (where people are spending 
the time they would normally spend there), and during interviews. Thus in the letter 
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requesting permission to conduct the research project the researcher stated both the 
modes of data collection and the time it would take for each data collection session. This 
helped the participants in deciding to give their informed consent, particularly for 
interviews, as the participants' time was being claimed. Special permission is needed for 
interviews. 
 Unless otherwise agreed to, the subjects' identities should be protected so that the 
information collected does not embarrass, or in any way, harm them. The informants' 
identity and/or schools were not revealed during reporting. The principle of anonymity 
was strictly adhered to. 
 Subjects should be treated with respect and their co-operation sought for the research. 
The researcher informed the subjects of his research interest in order to secure their 
permission to proceed with the investigation. 
 In negotiating permission to undertake a study, researchers should make it clear to 
those with whom they negotiate what the terms of the agreement are, and they should 
abide by that contract. If the researchers agree to do something in return for permission 
granted, they should follow through and do it. It is unethical to violate the terms off the 
agreement; besides it will result in informants losing trust and confidence in the 
researcher. 
 Researchers should tell the truth when writing up and reporting their findings. The most 
important trademark of researchers is their honesty in reporting what the data reveals. 
Fabricating or distorting data is the "ultimate sin" of a scientist. The researcher did 
everything possible to present an authentic report. In this regard Denzin and Lincoln 
(2000, p.138) cited by Bogdan and Biklen (2003) point out that ensuring that data are 
accurate is a cardinal principle in social science, because fabrication and contrivances 
are both non-scientific and unethical. 
 
Mammen and Molepo (2007, p.199) argue that ethics generally are vital when dealing with  beliefs 
about what is right and what is wrong, proper or improper, good or bad. They further point out that in 
any study involving human subjects, there are ethical issues that must be considered. As mentioned 
earlier, this study will analyze the perceptions of the role players (SGBs, principals, teachers, circuit 
managers and teacher unions) regarding the appointment of teachers through interviews conducted by 
SGBs.  
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3.8.1  Gaining access to collect data 
 
The researcher took the following steps to gain access to the selected schools in which interviews were 
to be conducted: 
 The researcher wrote a letter to the District Manager of the Department of Education in 
the Libode District requesting permission to conduct interviews (Appendix 1). 
 Having received permission from the District Manager (Appendix 2), the researcher wrote 
letters to the principals requesting permission to interview teachers and SGBs of the 
selected schools (Appendix 3). 
 The researcher was granted permission by the principals of the selected schools to 
conduct interviews (Appendices 4,5,6). 
 
 
3.8.2  Informed consent and voluntary participation 
 
Cohen, et al. (2007) note that the principle of informed consent arises from the subject's right to 
freedom and self-determination. Diener and Crandall (1978, p.52) define informed consent as the 
procedures in which individuals choose whether to participate in an investigation after being informed of 
facts that would be likely to influence their decisions. The researcher communicated clearly the purpose 
and significance of the study to the participants prior the commencement of the interviewing process. 
The researcher obtained verbal informed consent from the participants before conducting interviews. 
David and Sutton (2004) as cited by Berg (1998) define informed consent as the knowing consent of 
individuals to participate as an exercise of their choice, free from any elements of fraud, deceit or 
similar unfair manipulation. The researcher gave the participants sufficient information such that they 
could make a reasonable, informed judgement about whether they would participate or not. McMillan 
and Schumacher (2001) argue that any participation in a study should be voluntary and both positive 
and negative aspects or consequences must be explained.  
It was explained to the participants that participation was voluntary and they were also reminded about 
their rights; for example, their right to withdraw at any time during the process if they wished to do so 
(Maree, 2007, p. 298). 
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3.8.3  Protection from harm. 
 
According to Maree (2007, p. 298), the researcher should ensure that participants are not exposed to 
any physical or psychological harm. During the study the researcher conducted interviews in a safe 
environment; for example, interviews were conducted in the principal's or clerk's office. During 
interviews the researcher was honest, respectful and sympathetic towards  all participants, as suggested  
by Maree (2007, p. 298).  
 
3.8.4  Anonymity and confidentiality    
 
Maree (2007) argues that the researcher and participant must have a clear understanding regarding the 
anonymity and confidentiality of the results and findings of the study. The researcher adhered strictly to 
the principle of anonymity and confidentiality. For example, data was not linked to individual participant 
by name. This can be accomplished in several ways, including (1) collecting the data anonymously; (2) 
asking participants to use numbers; (3) reporting only group, not individual results. In this study, the 
researcher used codes to refer to participants and pseudo names to refer to schools. Participants were 
referred to as SGB 1,2,3, principal 1,2,3 teacher 1,2,3, candidate 1,2,3, SADTU, NAPTOSA, circuit 
manager 1,2. This coding was done to ensure confidentiality and anonymity and thus protected 
participants' privacy. Cohen, et al. (2007, p.64) argue that the essence of anonymity is that information 
provided by participants should in no way reveal their identity. 
 
3.9  THE INTERVIEWING PROCESS   
 
The researcher started each interview session by introducing myself to the interviewee. The interviewee 
was also afforded an opportunity to introduce himself/herself so as to a create conducive, friendly 
environment. Having done that, the researcher began with a brief explanation of the purpose of the 
research study and how important the views of each participant would be. 
The interviewees were assured of the confidentiality of the information to be shared during interviewing 
process. The researcher conducted interviews with the help of an interview schedule focussing on the 
core questions (Appendix 10). He conducted individual interviews with the school principals, teachers, 
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teacher unions, SGBs and circuit managers guided by the prepared interview schedule. Freedom of 
language use was granted to all participants so as to allow each to use the language of his/her choice. 
The SGBs' parent component preferred isiXhosa as a language to be used by them during interviews. 
Furthermore, during interviewing process the researcher used probing strategies, as suggested by 
Maree (2008, p. 89) so as to verify that what he had heard was what the interviewee meant.  
These probing strategies used were: 
 Detail-oriented probes which aim at ensuring that one understands the "who" and 
"what" of the answer given by the respondent; 
 Elaboration probes which normally involve asking the participant to tell one more about 
a certain example or answer given; 
 Clarification probes which are used to check if understanding of what has been said is 
accurate by paraphrasing what has been said by the participant (Maree, 2008, p.89).   
 
 
3.10  DATA PROCESSING AND  ANALYSIS 
 
This subsection deals with the processes that the researcher used in the presentation and analysis of 
data. The data were collected through the interviews and in-school/internal documents. Maree (2008, 
p.99) asserts that qualitative data analysis tries to establish how participants make meaning of a specific 
phenomenon by analysing their perceptions, attitudes, understanding, knowledge, values, feelings and 
experiences in an attempt to approximate their construction of the phenomenon. Miles and Huberman 
(1994) view analysis as a relatively systematic process of selecting, categorising, sorting, comparing, 
synthesising and interpreting to provide explanations of the phenomenon of interest. The data for this 
study were collected from rural schools as indicated in the previous chapters. The researcher used 
interviews and documents as tools to collect data and a semi-structured interview schedule as a guide 
to collect data from the participants.  
Qualitative data occur in the form of words which are based on interviews, observations, and/or 
documents (Miles & Huberman, 1994). The researcher turned the spoken data into written text 
(transcripts). The first step of the analysis was to read carefully the transcripts and compare the 
responses of the interviewees with the aim of identifying common themes as well as different views 
pertaining to teacher appointments.  
 The researcher was interested on the perceptions of the above-mentioned components of the 
involvement of the SGBs' parent component, in particular, on teacher appointments. All data were 
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coded. The researcher reduced participants' responses to Natural Meaning Units (NMUS), (Heath, 2000). 
The NMUS are the central themes which form the basis for general and situated descriptions of the 
respondent's experiences relating to phenomenon of interest. These naturally occurring units called 
NMUS represent specific thoughts, feelings, or perceptions expressed by the participants.  
The researcher analysed and interpreted the responses of the interviewed principals, teachers, teacher 
candidates, SGBs, teacher unions and circuit managers. The responses of the participants were 
analysed according to the research and interview questions. 
 
 3.11  CONCLUSION 
 
The aim of this study was to examine the perceptions of the stakeholders with regard to the 
involvement of the SGBs in the appointment/recruitment of teachers and principals. This was done to 
assess the decision by the Department of Education to mandate SGBs to conduct interviews in order to 
recommend teachers for appointment (SASA no 84 of 1996). The study was prompted by the frequent 
conflicts/disputes emanating from the interviews conducted by the SGBs for teacher appointments. 
These problems which originate from teacher appointments  are  often  experienced  in rural 
communities.  
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CHAPTER 4:  DATA  ANALYSIS  AND INTERPRETATION 
 
4.1   INTRODUCTION 
 
There are many existing traditional and emerging approaches to analysing and reporting qualitative 
research (Drew, Hardman & Hops, 2008, p.351). For example, one of them is narrative construction. 
The data that have been collected through interviews and observations are organized into specific 
stories that contribute to a particular individual's life. These stories must be organized for themes or key 
elements. These themes should serve to add depth or understanding to a description of the life of that 
individual. Once the stories have been identified and organized by themes or elements, the researcher 
must use the technique of restoring to put the individual stories into a chronological or logical order that 
pulls them together into a coherent narrative which is the basis of findings (Drew, Hardman & Hops, 
2008, pp.351-370). This section analyses the data generated by the interview techniques. For this 
study, data were generated from school principals, teachers, circuit managers, teacher unions and 
SGBs. The participants were purposefully selected on the basis of being information rich. 
 
Bogdan and Biklen (1982, p.154) argue that analysis involves working with data, organizing, breaking it 
down, searching for patterns, discovering what is important and what is to be  learned, and deciding 
what you will tell others. Cohen, et al. (2007) define data analysis as an exercise that involves 
organising, accounting for and explaining the data; in short, making sense of the data in terms of the 
participants' definitions of the situation, noting patterns, themes, categories and regularities. In this 
chapter the researcher analysed the responses of the participants to discover differences and similarities 
based on the identified themes.   
 
4.2   INVOLVEMENT OF THE SGBs IN TEACHER  APPOINTMENTS 
 
It was stated in the previous chapters that the SGBs had been given a mandate to be involved in the 
recruitment of teachers (SASA No 84 of 1996). This initiative was not commended by interviewed 
principals as a positive initiative taken by the Department of Education because of  illiteracy of some 
SGB parents. Principals were of the opinion that this function of teacher recruitment should be the 
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responsibility of teachers or departmental officials because the SGBs' level of expertise and knowledge is 
far below the demands of this function due to their low level of education. One of the principals said: 
 I do not think this is correct because it is the schools staff who know what  they want from 
the prospective candidate and it is them (principals and teachers) who know the school 
needs (P2). 
Principal 1 and Principal 3 were of the opinion that involvement of the SGBs in the appointment of 
teachers was a positive initiative taken by the Department of Education, but much as it was considered 
a good move, there were major challenges that demanded urgent attention; for example, an interview 
panel which was to be dominated by illiterate parents. Furthermore, some SGBs  were ignorant of 
school academic needs. They further argued that a score sheet which is used during the interviewing 
process was too complicated to be understood by some SGB members, especially those in rural settings 
(Appendix 9). Since interviews were conducted orally,  evaluating and allocating scores on the score 
sheet was very difficult for some members of SGBs. What the researcher observed was that SGBs 
(parent component) were to be told time and again how to allocate scores on the score sheet. The 
researcher as a resource person also observed that SGBs did not know which candidate should get the 
highest mark or lowest mark. As a result scores allocated to interviewees were not according to their 
performance during interviewing process. Principals were of the view that the SGBs did not qualify to be 
involved in the appointment of teachers. Principal 1 remarked that: 
Most of the SGBs do not clearly understand their roles and responsibilities regarding 
the appointment of teachers because they misunderstand their roles as they do not 
differentiate between recommending and employment as they have a perception that 
they (SGBs) have the powers to employ and fail to  understand that theirs is to 
recommend to the superintendent general the candidate  to be employed. 
The comment above suggests that the SGBs misused their powers due to ignorance about their roles 
and responsibilities, especially regarding teacher appointments. Document analysis bore out these 
views. The SGBs' minutes that were reviewed confirmed that SGBs challenged the Department of 
Education when the candidate they (SGBs) had recommended were not appointed to fill the vacant 
post. There are letters written by the SGBs to the district director demanding that the person they 
(SGBs) recommended to be employed, irrespective of his/her qualifications, or his/her suitability for the 
advertised post. 
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 This behaviour of the SGBs, more often than not, results in conflict that has a negative bearing on 
smooth running of the school. Principal 3 had this to say: 
The SGBs exercise favouritism. The SGBs accept bribes. Before they (SGBs) conduct 
interviews they know whom they are going to recommend for the post. 
The excerpt above reveals that principals had no confidence in the SGBs because they were not 
objective when conducting interviews for teacher appointments. What they (SGBs) were looking for was 
to recommend somebody they knew. Teachers expressed the same sentiments; that is that the SGBs 
should not be involved in the appointment of teachers. They cited SGBs' illiteracy resulting in the 
appointment of candidates who were not suitable for the post. Teachers further argued that even 
during the interviewing process parents  depended  entirely on them (teachers) to explain the 
procedures to be followed. One of the teachers in this study commented that: 
Parents do not know the suitable candidate for the post, so teachers have to play a role 
by explaining some things to parents directing them (SGBs) to make a meaningful 
contribution and choose the right person for the post (T3). 
Some of the teachers who served in the SGBs strongly believed that SGBs must not be involved in the 
appointment of teachers. They (teachers) argued that SGBs had insufficient information about teacher 
appointments. The SGBs could not conduct interviews without teacher assistance and as a result they 
could be easily influenced by teachers in recommending a candidate wanted by them (teachers). 
Teachers concurred with the principals that the SGBs' level of education was often too low for this 
function.  One of the  teachers argued that: 
My perception is that this function needs professionals. The SGBs should not participate 
in the appointment of teachers because they have problems especially in the allocation 
of marks during interviews (T1). 
The concern of teacher 1, as stated above, indicates that the SGBs were experiencing difficulties when 
they had to allocate marks to the interviewee. The score sheet used during interviews is written in 
English and is also too complicated for an illiterate person to understand. The SGBs are expected to ask 
questions and give marks to the candidate based on his/her responses, but it is common to find an SGB 
panel member who only asks questions and forgets to allocate marks as the interviewee responds. This 
failure to allocate marks usually results in disputes and interviews have to be repeated. In the same 
vein, some SGB members who are expected to pose questions and allocate scores simultaneously, start 
by allocating scores and asking questions later on.  
47 
 
Illiteracy levels during the interview process are reflected in sporadic allocation of marks by the scoring 
members of the panel. For instance, when a question is asked, the scorer finds it difficult to 
appropriately allocate marks after a particular question in the correct space designated for that 
question's scores. It is evident that any SGB panel needs to be educated on questioning techniques,  
listening techniques,  the eloquent versus the not 'so' eloquent candidate and also skills required for 
reaching a final decision. Teacher 2 had a different view, contrary to teacher 1 and teacher 3. He had 
this to say: 
I perceive it is a good decision that SGBs are involved in the appointment of teachers. 
This shows transparency. If they are not involved they will blame teachers and claim 
that appointed teachers are the teacher's choice. 
The perceptions of the SGB teacher components about the involvement of the SGB parent component 
appeared to be based on practical experiences. It is interesting to note that, the very same teacher 
component of the SGBs who were respondents in this study held totally different views pertaining to the 
involvement of the parent component of the SGBs in the interviewing process.  Contrary to the previous 
respondents (teachers), teacher 2 believed that involvement of the SGBs in the interviews is vital. This 
teacher stressed the urgent need for the involvement of the SGBs and for them to have their voices 
heard in the appointment process, as the legislation stipulates. 
 
Teacher 2 made no comment about the problems that emanated from the appointments made by the 
SGBs. Teacher candidate 1 was explicit about SGB involvement when he said: 
It is good because SGBs get a chance to recommend whom they think will bring about 
change in the school. Non-involvement will lead to conflict for example, SGBs will say 
the teacher has been appointed by the school principal or by the circuit manager. 
The view expressed by candidate 1 is in conflict with the views articulated by the principals and 
teachers that SGBs should not recommend teachers for appointment. This response by teacher 
candidate 1 concurs with SASA in that SGBs' functions involve, among other things, recommending 
teachers for appointment. When the SGBs are involved, the entire community will be able to embrace 
teachers who are employed at the school. Non-involvement of the SGBs in the appointment of teachers 
may result in them (SGBs) to distancing themselves from  school activities. Teacher candidate 2 
concurred with the principals thus: 
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Some of the SGB members are illiterate so they know nothing about professional 
qualifications. They need a clear clarification from the teachers and can be easily 
convinced and influenced. 
The respondent felt that the involvement of parents in the appointment process was an infringement of 
the professional terrain by people who were ignorant about pedagogical needs. The recommendation 
regarding the appointment of teachers is a purely academic issue wherein people with technical 
understanding of teaching are needed. As long as SGBs did not understand the pedagogical language 
they (SGBs) will remain subjective and dependent on teachers' opinions. Teacher unions concurred with 
the principals and teachers in that involvement of the SGBs in the appointment of teachers should be 
avoided or minimised. One teacher union member argued that: 
Involving SGBs (parents) in the appointment of teachers should be minimised as much 
as possible because it doesn't assist the Minister of Education in carrying out his/her 
mandate. The mandate of the Department of Education is to ensure that there is 
effective teaching and learning in schools, therefore, involving SGBs in this matter 
compromises this mandate (SADTU). 
 Teacher union members appeared to have a perception that parent participation in the appointment of 
teachers had a negative impact on the education of learners. For instance, the SGBs might recommend 
a candidate who did not meet the requirements as stated in the advertisements and that usually 
resulted in poor learner performance. The above extract clearly advocates that the quality of teaching 
and learning depends on the candidates appointed by the SGBs; candidates who will add value to the 
vision and mission of the Department of Education. The responses of the teacher union members also 
revealed that the SGBs' parent component involvement in the appointment of teachers was to be 
revisited by the department because they (SGBs) lacked experience due to illiteracy. 
One of the teachers who belonged to the National Professional Teachers of South Africa (NAPTOSA)  
remarked that:   
The experience I have is that in most cases the SGBs do not conduct proper recruitment; 
instead their recruitment is based on biases. The SGBs target an individual of their 
choice despite the fact that, that individual does not meet the requirements of the post. 
The statement vindicates the magnitude of the damage done by the involvement of the SGBs in the 
recruitment process. It further indicates that this whole process of teacher recruitment is not free and 
fair. Panel members wrongly exercise their rights by being fair to some candidates and prejudiced 
against others, especially those they (SGBs) did not know. There is a general pattern: wherein the 
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requirements of the post as per the advertisement are not taken into consideration. NAPTOSA member 
suggested that favouritism plays a major part in the recruitment of teachers hence there are targeted 
individuals were being recommended for appointment. This statement on target of individual of choice 
exposes the prevailing tendency of parochialism by the SGBs, whereby their presence at school, 
particularly in the appointment of teachers, was informed by mere group interest regardless of school 
needs. In many instances, the SGBs, when recommending a candidate for appointment, usually opted 
for a locally-born candidate. Teacher recruitment is consequently not properly and procedurally done by 
the SGBs due to their (SGBs) lack of knowledge. 
These perceptions concur with Dehaloo's (2008) findings; of the research study where teachers 
indicated that in the appointment process, male educators got preference. SGBs preferred to 
recommend male teachers even if they were not suitable for the post or did not qualify as professional 
teachers. The views of the principals, teachers and teacher unions support what has been said by Van 
Wyk and Lemmer (2002, p.42) that only a few SGB members had a clear grasp of the tasks and 
responsibilities of serving on the SGB, and could therefore select candidates on dubious grounds. It is 
clearly stated in the SASA that discrimination based on gender is illegal and has to be avoided. Teacher 
union members therefore took the view that non involvement of the SGBs could avoid gender 
discrimination during teacher appointments. 
The teacher unions (SADTU and NAPTOSA) had the same perceptions: that SGBs parent component 
should not be involved in the appointment of teachers. 
 Contrary to the views of the teaching staff, SGBs' parent components indicated that they appreciated 
and were comfortable with their involvement in the appointment of teachers. 
 The following comment shows how SGBs felt about their involvement:  
Parents are in the majority and as a result we make selections according to our interests 
for the school development. This implies that the rise and fall of our school is in our 
hands. However, language becomes a barrier when foreigners are being interviewed and 
as a result we rely on interpretation (SGB1). 
The above extract indicates that SGB 1 highly appreciated their participation as the SGBs in the 
appointment of teachers gave them (SGBs) an opportunity to recommend a person of their choice. That 
SGBs (parents) being in majority on the panel (as stipulated by SASA),  take advantage of that and 
recommend a person of their choice. SGB 1 has a believed that success or failure of the school 
depended on their (SGBs) selection of the teachers. Although the SGBs were happy with their 
involvement, they experience language barriers due to low level of education; as a result, the SGBs 
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depended entirely on  teachers for the interpretation and this posed a major challenge, especially when 
they had to allocate marks to the candidate. 
As indicated earlier on in the study, as a researcher was privileged to have an opportunity to be directly 
involved in the interviewing process as he work as a circuit manager, who by implication, is the resource 
person during interviews. Thus, the researcher observed the series of flaws during interviews which, 
among others, included improper allocation of marks by the SGBs due to the language barrier. This 
appeared to lead to a situation where there was no link between answers given by the interviewee and 
marks allocated by the struggling SGB members (parents). Subsequently, this often culminated to a 
situation where a dispute my crop up due to incongruence of answers given and marks allocated. 
It transpired from these responses that there were teachers who support the involvement of the SGBs 
regarding teacher appointment in order to avoid conflict. As a result, the quality of teaching and 
learning is compromised-to avoid conflicts.  
Teacher 1 held the view that involvement of SGBs in the appointment of teachers would curb or 
minimise conflicts that emanate from teacher appointments. Unfortunately, he seemed to be less 
concerned about quality of teaching and school curriculum needs which are key issues when a teacher 
is to be recommended for appointment. 
 
4.3   THE SGBs' CAPACITY  
 
One of the principals pointed out that the SGB parent component did not have the capacity to conduct 
interviews for teacher appointment. According to this principal, involvement of the SGBs in the 
interviewing panel was mere compliance with the policy on teacher appointments. This principal had 
this to say:  
The SGBs have no capacity to interview teachers because they have no knowledge of 
management and education policies (P1). 
The SGB teachers concurred with the principal's views that due to lack of capacity the SGBs should not 
be involved in the appointment of teachers.  When teachers advance their argument they sigh illiteracy 
of the SGBs as a stumbling block in the interviewing processes. In the words of one of the interviewed 
teachers: 
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SGBs have no capacity; they depend on teachers, hence they are told what to ask and 
the expected answers (T2). 
The above comment reveals how SGBs' objectivity is compromised by their lack of knowledge,  hence 
they solely depend on teachers for drafting of questions and answers. The issue of the incapacity of 
SGBs was also emphasized by the interviewed circuit managers. They argued that the function of 
teacher appointment is supposed to be executed by the teachers who have the capacity to perform this 
function. 
Teacher union members concurred with the circuit managers and principals: that working with the SGB 
parent component in the appointment of principals and teachers was very problematic because teacher 
recruitment is a professional function and needs special expertise which the SGBs did not have. Contrary 
to what principals and teachers said, the SGB parent component had a perception that they had the 
capacity to conduct interviews for the appointment of teachers.  One of the interviewed SGB members 
(SGB1) affirmed thus: 
I believe we have the capacity; the workshops serve a as means to empower us as 
SGBs. Most principals and educators, whose performance is good, were selected by the 
SGBs. 
  The principals, teachers, teacher unions and circuit managers agree with the findings of Malangwane 
(2007) in that SGBs have no capacity to recruit teachers due to their low level of education. One of the 
circuit managers interviewed by Malangwane (2007) asserted that the level of education of most SGB 
members was low and even those who happened to be educated were not in the teaching profession. 
They (SGBs) lack the necessary and relevant expertise needed for recruiting teachers.       
This study reveals that SGBs themselves admitted that their level of education was not up to the 
appropriate standard and they further pointed out that, at times, they (SGBs) faced problems when 
evaluating performance of candidates. To prove that, when asked about their capacity to conduct 
interviews one SGB member had this to say: 
Yes, if I am told what to do (SGB 2). 
The lack of capacity of the SGB members to execute their roles and responsibilities, especially regarding 
teacher recruitment has been identified as a challenge, hence the statement, "Yes, if I am told what to 
do". The professionals (principals, teachers and circuit manager) interviewed had the same view: that 
SGBs lacked capacity and as a result there are many problems emanating from teacher recruitment 
processes. For example, there were cases in labour courts, where some schools are managed by acting 
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principals for years. The media frequently reported conflict and disputes emanating from flawed 
procedures which were engaged in during appointment processes. The principals and teachers 
interviewed in this study concurred with Van Wyk and Lemmer (2002, p.129) by saying that in order to 
perform their (SGBs) duties and carry out their responsibilities in an effective and efficient way, SGBs 
should have the necessary capacity to do so. The circuit managers echoed the same sentiments 
expressed by the teachers and principals that SGBs should not be involved in the recruitment of 
teachers due to lack of capacity. Interviewee circuit manager 2 said: 
This is a highly specialised and professional function, therefore the SGBs are not equal 
to the challenge. 
The above citation reveals that circuit manager 2 perceived teacher recruitment as a function far above 
the capacity of the SGBs, hence he felt that the SGBs were not equal to the challenge. The professionals 
repeatedly expressed the same sentiments: that teacher recruitment was a professional function, 
therefore it needed professionals to execute the duty. 
 
4.3.1   Recruitment procedures        
 
According to SASA 1996, there are clear procedures to be followed by the interviewing panel during 
interviews. The SGBs appear to be still failing to follow appointment procedures even though they are 
clearly defined by the SASA and simplified in Circular no 49 of 2005. One of the teachers remarked that: 
The SGBs do not consider rules and procedures that are to be followed during  interviews. They (SGBs) 
do not professionally conduct interviews (T1). 
This teacher drew attention to the impact of rules and procedures in the interviewing process by the 
SGBs. Due to perceived misunderstandings of procedures by the SGBs, they (SGBs) had a tendency to 
flout the procedures due to ignorance. Document analysis bore out these concerns. A SADTU letter to 
the Department of Education confirmed that the SGBs allowed a local chief and councillor to participate 
in the shortlisting processes. As a result, SADTU launched disputes claiming that procedures were not 
followed because there were non-SGB members present during shortlisting. Having scrutinized these 
documents, the researcher concluded that SGBs' involvement in the appointment of teachers poses 
major problems especially in the Libode District of Education. 
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The views expressed by the teachers were also shared by most principals as evidence in the response 
by one principal: 
Challenges are there because of illiteracy on the SGB parent component. Procedures 
are not properly followed due to illiteracy. 
It was evident that due to illiteracy, the SGBs experienced problems during the interviewing process. As 
per the principals, the low literacy levels of the SGBs directly militated against the smooth running of 
the interviews. Obviously, illiteracy impacts negatively on the role to be played by the SGBs in decision 
making. Decision making becomes subjective due to the fact that the people (SGBs) who are to decide 
about the candidate to be shortlisted or recommended are not objective and procedure bound in taking 
decisions. The procedures that are flouted by the SGBs due to illiteracy become the source of conflicts 
in the appointment of teachers. Teachers expressed their serious concern about how interviews were 
being handled by the SGBs. First and foremost, it was very difficult for the SGBs to draft criteria for the 
selection of the best qualified applicants. 
The researchers' observation during the drafting of criteria was that only the SGB teacher component 
and teacher unions contributed and came up with criteria to be followed when selecting candidates to 
be interviewed. Teachers serving on the SGB panel usually explained to the SGB parents the meaning of 
this word ''criteria" but it was very difficult for them (parents) to grasp the meaning. Besides illiteracy, 
the age of the SGB members contributed to inefficiency. For instance, the ages of the SGB parent 
component in this study, as shown in Table 3.3, ranges from 60 to 66 years. The SGB parent 
component seemed at when teachers talked of diplomas, degrees, masters and doctorates.  
The SGB parent members did not understand why there were procedures to be followed during teacher 
appointment processes. What they wanted was to hand-pick their favoured candidate  irrespective of 
his/her qualifications and teaching experience. 
 
A SADTU teacher had this to say: 
Sometimes procedures are being followed just for the sake of being followed for 
compliance's sake, but pushing agenda, that is the whole process being characterised 
by the recommendations of the candidates who are not suitable in terms of 
qualifications and such candidates are appointed on positions in which they fail to 
perform. 
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The SADTU teacher concurred with the interviewed teachers in that interviews were mere  compliance 
with the requirements of the Act because, in most cases, even before interviews were conducted, there 
was already a preferred candidate for the post. 
The perceptions of teachers and principals concurred with what Mgoduka (2004, p.4) remarked about; 
that is that some members of the governing body usually had only a very low level of education, and  
consequently, they were unable to acquire a deep understanding of the procedures of the interview 
processes. 
 
 
4.3.2    Interviews for teacher appointments 
 
An interview is the only tool used by the SGBs to select the best candidate to fill a vacant post. 
Teachers asserted that this function was difficult for the SGBs, therefore interviews ought to be 
conducted by teachers and not by SGBs, especially in rural areas where there was a high level of SGB 
illiteracy. One teacher remarked that: 
They (SGBs) have a problem in connecting what the candidate says and the allocation of 
marks hence they can easily allocate more marks to a person who underperformed 
during interviews (T3) 
This response reveals that the SGBs (parent component) faced a challenge in as far as the allocation of 
marks was concerned. Teachers indicated explicitly that SGBs based their allocation of marks on the 
outward appearance of the candidate and not on his/her eloquence, qualifications and experience. 
According to the teachers, sometimes SGB parent tended to ignore the performance of the candidate 
during interviews and simply gave more marks to the candidate they knew-usually the local person. 
Teachers were of the view that SGBs should not conduct interviews because listening to a candidate's 
responses and allocating marks demanded a high level of training or skill which SGBs did not have, 
therefore, this function ought to be executed by teachers. The same sentiments were expressed by the 
circuit managers: 
No expertise at all as some SGBs cannot link scores to interviewee's  
performance. SGBs cannot score appropriately. The questions they ask are 
usually unrelated to the requirements of the post (C1). 
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Circuit manager (C2) remarked that: 
SGBs are not empowered to conduct interviews. One-day training is not enough. 
The Circuit manager 2 acknowledged that the SGBs were trained to recommend the appointment of 
teachers but these training sessions left the SGB parents still struggling to grasp or understand the 
procedures to be followed during interviewing processes. The above statement suggests that if the 
SGBs were given extensive training, their performance could change for the better and that would 
minimise conflicts emanating from the appointment of teachers. According to the researcher's 
observation, as a resource person or sometimes acting as a panel chair for the interviews, even if the 
SGBs were to be trained it would be difficult for some parents to understand how interviews were to be 
conducted because of their low level of education. 
Teacher union's views supported those of teachers and circuit managers. For example, the interviewed 
SADTU member said: 
   In my opinion the manner in which interviews are conducted is very problematic 
because it is improper to me to take an illiterate parent to come and evaluate a 
professional person, checking his/her suitability for a professional post. The majority 
members of the panel are not professionals, they do not have capacity, and lack 
expertise because professionalism is a philosophy and evaluating professionals does 
not have cut and dried answers but it needs unpacking of ideas, procedures, analysis 
of scenarios, and interpretation of policies. The SGBs can only fumble in the 
mist/darkness during the process of interviews. 
The above extract reveals that SADTU members had no confidence to the SGBs. They further argued 
that it was indeed not a wise decision to allow an illiterate person from the SGB to be involved in the 
appointment of teachers who are professionals.  
What the researcher observed in some interviews conducted by the SGBs was that scoring was done by 
some of the SGB panel members after the candidate had left, and this created a very difficult situation 
to deal with since it is unprocedural to call back a candidate because somebody had forgotten to 
allocate scores. It was also a common experience to spot panel members slowly falling asleep or looking 
bored with the candidate's presentation. 
The above comments suggest that SGBs illiteracy is the source of the problems that are experienced 
during interviews. SADTU members agreed with the findings of Dehaloo (2008) that SGBs lacked skills 
such as questioning, listening and recording, and tended to favour candidates who were eloquent. It is 
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suggested by a SADTU member that interviews should not be conducted by non-professionals because 
they (interviewees) deserved professional procedures and a clear understanding and knowledge of 
education policies. 
 
4.3.3    The SGBs' knowledge and understanding of education policies and acts 
 
The SGBs are expected to have a sound knowledge and understanding of Acts and policies that govern 
teacher appointments; therefore, they (SGBs) are expected to make decisions that are informed by 
relevant educational Acts and policies. However, one principal (P2) pointed out that the SGBs struggled 
with the basic knowledge and understanding of Acts and policies. He (P2) remarked that: 
Not much information about Acts and policies is known by the SGBs. 
The SGBs cannot interpret these policies due to low level of education 
or illiteracy. The SGBs rely on teachers to interpret these policies and 
Acts and as a result they (SGBs) can be easily influenced by teachers 
 (P1,P2). 
 
Knowledge of legislation plays a key role in the appointment of teachers. The above extract 
clearly indicates the challenge the SGBs are faced with due to low level of education.  
It is practically impossible to imagine that the SGBs can smoothly and successfully conduct all 
the processes that deal with teacher appointments without knowledge and understanding of 
legislation enshrined in SASA. Principals voiced clear opinions about the application of 
departmental legislation with regard to the process of recruiting teachers when saying that  
SGB parents depended on the information given to them when they were work-shopped on the 
subject of conducting interviews. However, even if the SGBs were willing to be consistent in the 
application of acts and policies, their level of education was a barrier to their understanding 
and knowledge of such legislation. 
 
Similarly, the views expressed by the teachers regarding the application of Acts and policies in 
the process of recruiting teachers concurred with the assertion made by the principals that SGB 
parents  had no, or little, knowledge of departmental legislation.  
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Teacher 1 had this to say: 
 
They (SGBs) have no idea at all about Acts and policies that talk about 
teacher appointments (T1). 
 
One teacher further remarked that: 
SGBs are ignorant of Acts and policies that determine teacher 
appointments.  It is not easy for the SGBs to understand these Policies 
because of illiteracy. They are told by teachers about these Policies 
otherwise they (parents) know nothing (T3). 
 
SADTU teachers concurred with the principals and teachers that parents were ignorant of Acts and 
policies. They further argued that even if SGBs could be empowered they would never understand these 
policies and Acts because of their low level of education or illiteracy. The SADTU teacher also remarked 
that during interviews SGB parents made things more difficult because of their unequal level of 
understanding. This status quo opened an opportunity for the manipulation of the SGBs by whoever 
saw the chance to influence the procedure.  
 
The NAPTOSA teacher argued that: 
Some SGBs are drawn from the education sector and others are 
from deep rural areas. Workshops are conducted when there is a post. 
There are no workshops done so as to equip the SGBs about education 
Policies and Acts on teacher appointments. So SGBs do not know what is 
contained in the education legislation. 
 
The responses reveal that SGB's ignorance of education Acts and policies negatively affects decisions 
they take on teacher appointments. Their (SGBs) decisions are not informed by the education legislation 
as a result there are disputes emanating from these interviews conducted by the SGBs due to ignorance 
of these Policies. It is therefore the view of the respondents that teacher recruitment is a professional 
function and should be done by professionals. 
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The above stated sentiments were also expressed by Maluleka (2008)that the limited understanding of 
the legal documents such as the Basic Conditions of Employment Act 75 of 1997, Employment of 
Educators' Act 76 of 1998, Labour Relations Act 66 of 199 and the SASA Act 84 of 1996 makes it 
impossible for the SGBs to perform their functions effectively and efficiently. 
 
 
4.3.4    SGBs' understanding of school curriculum needs 
 
Curriculum needs are key in any educational institution. One of the interviewed teachers remarked that 
SGBs did not concern themselves about the curriculum needs of the school. The SGBs merely made 
sure that the person they wanted got the post, irrespective of his/her qualifications. Teacher 3 argued 
that: 
             The SGBs do not have an idea of curriculum needs of the school; they                                                                          
conduct interviews just to fill the vacant post (T3). 
The above-stated response of teacher 3 conveys a clear message that the SGB parent component did 
not bother themselves about the core business: why schools exist. As long as they recommended 
people of their choice, all was well.  
As mentioned earlier, the SGBs are mandated by the Department of Education to recommend teachers 
for appointment (SASA Act 84 of 1996); therefore it is pivotal that SGBs should be clear about 
curriculum needs of the school. Principals stated clearly that during the interviewing process SGBs felt 
comfortable that there was somebody to fill the vacant post and overlooked the curriculum needs of the 
school.  
Teachers concurred with the principals and argued that: 
 The SGBs do not worry themselves about school curriculum needs. They (SGBs) make 
sure that the person they want receives the post (T1). 
Teachers also asserted that: 
The SGBs do not understand the curriculum needs of the school. If they 
recommend, such a recommendation is usually ill-informed and can give rise to 
a wrongly-placed teachers leading to learner under-performance (T2). 
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This remark of T2 concurs with the comment made by Maluleka (2008) that the nature of the 
responsibilities pertaining to curriculum issues demands that, the SGBs should have specific 
and particular knowledge, skills and understanding of the community and legislation and 
policies governing the structuring of curriculum and the particular educator's training and 
capabilities in managing the envisaged curriculum. This is a tall order for the SGBs with a low 
level of education. The curriculum needs appear to have no bearing on the decision of SGBs 
when recommending teachers for appointment. 
 
The comments of the principals and teachers agree with the findings of Van Langen and Dekkers (2001, 
p.380) who point out that SGBs knew little of curriculum matters and were ill-equipped to be involved 
due to illiteracy. Some SGB parents perceived their involvement in curriculum matters as an 
encroachment on the terrain of educators. One of the parents remarked that they battled to understand 
some of the terms used due to their low level of education. 
 
4.3.5    Recommendations for teacher appointments 
 
As mentioned earlier, SASA stipulates explicitly that having done short-listing and conducted interviews, 
the SGBs have to recommend three teachers in order of merit as per their (teachers') performance 
during interviews. Selecting and appointing the best-qualified teacher is one of the most significant 
starting points to quality education. 
The NAPTOSA teacher remarked that: 
Recommendations made by the SGBs are not in the interest of the poor child but are 
only made to please certain individuals because some candidates are recommended 
due to their political affiliation, some are financially able to bribe certain members of 
the SGB or are recommended because they are from a particular background, or 
based on a particular religion or beliefs. 
The above extract reveals that the government has a mammoth task of eradicating bribery and 
corruption which is also identified in the appointment of teachers, whereby candidates give SGB 
members money, sheep or clothes in order to be given more marks during interviewing the process. 
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 Principals and teachers concurred with the NAPTOSA teacher. They argued that : 
Candidates who qualify might not be recommended for the post. The SGBs can 
be easily influenced by the teachers to recommend a candidate wanted by them 
(teachers) (T3). 
 
Teachers experience difficulties with parents whenever they recommend teachers. 
Teachers had this to say: 
 
We experience difficulties especially when it comes to recommending teaching 
staff. Parents do not know which candidate is suitable for the post, therefore  we 
teachers have to play a role and explain things to SGB parents to direct them, 
otherwise they cannot make a meaningful contribution (T2). 
 
Teachers further argued that what makes things even more difficult for the SGBs to make proper 
recommendations is the language used. One of the teachers remarked that: 
 
The interviews are done in English, which is the official language, and since most 
of the parents on the school board do not understand English only teachers ask 
questions during interviews while parents observe.  
 
Parents comment only on the behaviours of the interviewees but cannot 
understand or comment on how the interviewees answered the questions. 
Because of the language problem they cannot influence the outcome of the 
interviews. 
 
It is therefore in the interest of the teachers that the SGBs parent component, in particular, should not 
make recommendations for the appointment of teachers due to their (SGBs) illiteracy. In many research 
studies, as indicated earlier, teachers are of the opinion that teacher recruitments are to be done by 
qualified teachers so as to minimise, or avoid conflicts, which are there as a result of the unfair 
recommendations made by the SGBs. Interviewed circuit managers asserted that the SGBs were 
61 
 
influenced by, among other aspects, the nature of the qualifications and previous experience of the 
candidates. The candidate who had acted in a particular position such as principal was usually 
recommended because it was assumed that the experience he or she had gained during the period in 
that post put him or her in a better position to know and understand the needs of the school and it's 
community. The union representatives shared the same sentiments with the circuit managers. They 
(unions) further pointed out that:  
 
Selection criteria are drafted to accommodate the interests of the SGB members 
at the expense of the interest of the school. Furthermore, there are pre-
interview discussions, some of which are informal but their influence on the 
evaluation and scoring of candidates has a marked effect (SADTU). 
 
It is evident that as long as this function is in the powers of the SGBs, subjectivity and bias in making 
decisions about who is to be recommended cannot be avoided. SADTU's remarks concur with 
Malangwane's (2007) findings that awarding of points is never consistent; the local candidate gets a 
high score even if his or her presentation was not that convincing. If there is only one candidate listed 
for a particular school, the task is easier because their (SGB's) attention will be focussed on that person. 
The fact that they have met and agreed upon something before hand, means their evaluation of the 
presentation of the local or the preferred candidate will be subjective. The decisions of the SGBs are 
after influenced by the reputation and social association of the interviewed candidate. 
 
 
The responses of the interviewed teachers, teacher unions and circuit managers towards the 
recommendations for teacher appointment convey a clear message that  the role played by the SGBs in 
that regard poses many questions which need to be everybody's concern across the education 
spectrum. Criteria used present challenges and have shortcomings hence these criteria are not validated 
or justified against any measure. What was observed during interviewing processes is that the SGBs 
actually draft criteria to suit the person they are looking for. If that person is not short-listed, they 
(SGBs) sometime come with all manner invalid reasons to convince the entire panel that the person of 
their choice should be short-listed. Teachers argue that only those who are known to the members of 
interviewing committees get recommended for appointment hence they make a call to the government 
to review this specific function (of recommending the teacher appointment to the head of department). 
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4.3.6    SGBs illiteracy levels 
 
Almost all the interviewees in this study indicated an element of illiteracy on the part of the SGBs 
(parent component). Principal (P3) had this to say: 
 
The SGBs do not have any knowledge and understanding of their roles and as a result 
they end up being led by the circuit managers or by the teachers because of illiteracy. 
The SGBs fail to perform their roles and responsibilities due to lack of education. 
 
Teachers concurred with the principals in that the SGBs parents often could not cannot understand and 
interpret government policies and Acts due to illiteracy. One of the teachers remarked that the SGBs 
had a major problem when conducting interviews for appointments. Teachers further asserted that 
marks allocated by the SGBs did not tally with what the candidates articulated, the reason being 
illiteracy of some parents. The circuit managers echoed the same sentiments expressed by the 
principals and teachers. They (circuit managers) had this to say: 
 
The SGBs do not follow procedures during appointments due to illiteracy. There is no 
understanding of the broader values, vision and mission of the school. 
 
Teacher unions also had the same perceptions and felt that the SGBs' illiteracy was the source of 
disputes and conflict specifically over time appointment of teachers. This question of illiteracy is evident 
in the point made by the one SADTU teacher : 
 
In my opinion, the manner in which interviews are conducted is very problematic 
because it is improper to take an illiterate parent to come and evaluate a professional 
person, checking his/her suitability for a professional post. The majority of members of 
the panel are not professionals. They do not have the capacity, and lack expertise. 
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The views expressed by the SADTU member regarding the SGBs' illiteracy concur with what was said by 
the teachers and circuit managers.  Almost all the professionals (principals, teachers and circuit 
managers) interviewed need the view that the SGBs should not be involved in the appointment of 
teachers because of their low level of education. This illiteracy is indicated in Table 3.4 in this study. 
The average qualification obtained by the parents on the school governing body of these schools is only 
grade 3. This low qualification contributes to their (SGBs) inefficiency especially when they are 
conducting interviews for teacher appointments.  
 
4.3.7  Language 
 
Language poses a major challenge during teacher recruitment. All documents that are used for teacher 
appointments are written in English. For example, application forms, Circular No 49 of 2005, which is 
about sorting of applications, short-listing and the interview schedule are all written in English. Teachers 
in rural schools find themselves obliged to interpret educational terms as enshrined in the circulars and 
also in the legislation documents. According to the researchers observation it becomes a challenge to 
the teachers to interpret each and every English word before and during the interviewing process. As a 
result, it is very difficult for the SGBs (parent component) to understand all these processes due to the 
language barrier. Teacher candidate (1) remarked that : 
 
 I was not comfortable because I had to code-switch now and then and that    
made me not very sure if I had satisfied them (SGB). 
 
The above extract reveals that candidates experienced problems when they were interviewed by the 
SGBs' parent component. They (candidates) could not freely express themselves in the language in 
which they were comfortable with because of SGBs who did not understand English, therefore, nobody 
can claim that interviews conducted by SGBs are free and fair for everybody as long as there are 
candidates who feel very uncomfortable during the interviewing process because of language barriers.  
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One of the SGBs had this to say: 
 
Language becomes a barrier when foreigners are being interviewed and as a result we 
rely on interpretation (SGB 1). 
Teachers perceive this language barrier as one of the major factors that leads to unfair decisions taken 
by SGBs during the interviewing process. It becomes very difficult for the SGBs to make genuine and 
reliable judgements not knowing the language spoken by the interviewee and having somebody to 
interpret for them. As a resource person during the interviewing process, the researcher observed that 
SGBs experienced difficulties in reading and pronouncing the words even isiXhosa words. The challenge 
is the poor educational background which resulted in the lack of understanding of educational terms 
and language in use (English/isiXhosa).The SGBs experience problems when giving marks to the 
candidates because they (candidates) code-switch when responding to questions. As a result, marks 
allocated to candidates are not necessarily the true reflection of a candidate's performance.  
 
4.4   CONLUSION 
 
Based on the above responses, stakeholders (teachers, teacher unions and circuit managers) are of the 
view that because teacher recruitment is a professional issue only professionals should execute this 
function. Teachers and teacher unions felt strongly that SASA undermines the integrity of educated 
people who are to be interviewed by illiterate SGB parents who do not have any knowledge of the 
curriculum needs of the school. Interviewed teachers in the Libode district shared the same sentiments 
expressed by other teachers as discussed in the previous chapters: that SGBs (parent component) 
should not participate in the appointment of teachers due to their low level of education. 
 
 To a greater extent, it can be deduced that the argument of the parent component of the SGBs is 
informed by their rights which are based on the fact that by law they are the custodians of this function. 
The SGBs argue that schools belong to them as stipulated by SASA, therefore they are responsible for 
teacher appointments.  Regarding this issue of ownership, SGBs strongly believe that if they are the real 
owners of the schools, they cannot be excluded from fundamental functions, particularly those which 
have a bearing on the general functionality of their school. 
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The researcher, being influenced by the already-discussed perceptions, feels strongly that involvement 
of the SGB's parent component on teacher appointments, as stipulated by SASA no. 84 of 1996 should 
be re-visited by the Department of Education. As much as it is perceived by teachers that SGBs have 
limited education, their (SGB) involvement in the education of their children cannot be undermined and 
underestimated. During school visits the researcher has seen the SGBs giving full support to schools, for 
example, being responsible for learner admissions and learner discipline, monitoring studies, supporting 
the principal and the staff, help in maintaining school buildings, to mention but a few. However, the 
researcher is of the opinion that the SGB parent component should not be involved in the appointment 
of teachers and management of finances because these two functions demand experts in education.  
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CHAPTER  5:  CONCLUSIONS AND LIMITATIONS 
 
5.1   INTRODUCTION 
 
Decentralization of the school governance in 1997 was one of the many attempts made by the new 
South African Government to transform education. The problem that was investigated in this study was 
the involvement of the SGBs in the recruitment of teachers that usually resulted in to conflict and 
disputes. The study therefore investigated the following research questions: 
 What perceptions do principals have about the role of the SGBs regarding the 
appointment of teachers? 
 What perceptions do teachers have on the role of the SGBs during the appointment 
of teachers? 
 What are the perceptions of SGBs on their involvement in the appointment of 
teachers? 
 What are the perceptions of teacher unions of the appointment of principals and 
teachers by the SGBs? 
 What perceptions do circuit managers have on the role of the SGBs during the 
appointment of teachers. 
 
In an attempt to investigate the perceptions of the stakeholders pertaining to teacher recruitment, the 
researcher interviewed principals, teachers, teacher unions, SGBs and Circuit Managers. In chapter 2 I 
discussed literature that covers to teacher recruitment and challenges that emanate from these teacher 
appointments. All the research methods that were engaged in order to collect, analyze and interpret 
data are detailed in Chapter 3. In this chapter he provides an overview of the main findings drawn from 
the themes discussed in the previous chapter (Chapter 4). Conclusions will be drawn, as well as 
recommendations made for improvements, and for further study. The limitations of the study will also 
be highlighted. 
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5.2  SUMMARY OF RESEARCH FINDINGS   
 
The principals perceived the initiative taken by the Department of Education to involve the SGB parent 
component in the appointment of teachers as an inappropriate decision (or policy). The principals 
pointed out that appointment of teachers was a professional function that has to be executed by 
professionals not by illiterate people. They (principals) further revealed that score sheets which are used 
during interviews for teacher appointment were too complicated for the SGB parents due to their low 
level of education. The interviewed principals were also of the opinion that SGBs should not be involved 
in the appointment of teachers because they (SGBs) tended to exercise favouritism. As a result, SGBs 
often recommended their relatives without taking into consideration qualifications of the candidate or 
academic needs of the school. The principals further asserted that, due to lack of relevant knowledge, 
SGBs faced a major challenge in as far as their involvement in the appointment of teachers is 
concerned.    
Teachers who were once interviewed concurred with the principals that many members of the SGB 
parent component were illiterate and as a result they could not properly manage appointment 
procedures. The SGB parents are easily convinced by candidates who are skilled at making a good 
impressions during interviews and as a result, they (SGBs) allocate more marks on those candidate. 
Teachers further declared that many SGB members who were parents were illiterate so they knew 
nothing about professional qualifications, consequently SGBs asked irrelevant questions and did not 
conduct interviews professionally. There were a few teachers who were of the opinion that the SGBs 
parent component should be involved in the appointment of teachers because non-involvement might 
lead to unnecessary conflicts. 
According to the teachers, interviews for teacher appointments should be conducted by professionals. 
They (teachers) pointed out that the SGB parent component had insufficient knowledge about the 
procedures to be followed during teacher appointments. They (SGBs) had a problem in connecting what 
the candidate did and said the allocation of mark; as a result, more marks were often allocated to the 
unsuitable candidates.  The teachers further declared that SGBs lacked capacity, and that they were 
ignorant of the policies and Acts that determined teacher appointments. The SGB teachers concurred 
with the principals and teacher candidates that SGBs often overlooked curriculum needs of the school. 
One of the interviewed teachers, however, was of the opinion that the SGBs parent component should 
be involved in the appointment of teachers.  He responded by saying, "I perceive it as a good decision 
that the SGBs parent component are involved in the appointment of teachers. This shows 
transparency". Most interviewed teachers, however, were of the perception that teacher appointments 
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recommended by SGBs were not free and fair appointments and as a result problems emanated from 
these unfair practises during interviews and as a result of inappropriate appointments once made. 
The circuit managers pointed out that SGBs illiteracy make them to be unable to manage interviews for 
teacher appointment professionally. As a result school curriculum needs are not prioritised by SGBs. The 
circuit managers further asserted that appointment of teachers is a professional function, therefore it is 
to be done by teachers themselves not by uneducated people. The interviewed circuit managers echoed 
the same concerns that SGB parent component have no capacity to conduct interviews for teacher 
appointment because they (SGBs) recommend unqualified teachers, accept bribes, practise nepotism 
and lastly they lack expertise. The circuit managers perceive the involvement of the SGBs parent 
component as a fruitless exercise that impacts negatively on the functioning of the school.   
According to teacher union members (SADTU & NAPTOSA) SGBs do not have capacity nor expertise 
that will qualify them to be involved in the appointment of teachers. The SGBs, according to the teacher 
unions recommend candidates who are not suitable as a result they (teachers) fail to perform in the 
classroom. The teacher unions concurred with the principals and circuit managers that SGBs are 
illiterate, have no capacity, flout procedures, and have knowledge gap,  therefore they (SGBs) should 
not be involved in the appointment of teachers. The SGBs, however, took a different view with regard 
to their (SGBs) involvement in the appointment of teachers. 
The SGB parents expressed different views and ones contrary to what has been said by principals, 
teachers, circuit managers and teacher unions. They (SGB parents) believed that their involvement in 
the appointment of teachers was of vital importance. The SGBs parents did not regard themselves as 
people or a body that lacked the capacity to recommend teachers for appointment. The SGBs pointed 
out that many principals and teachers who were effective were recommended by them. They had been 
empowered through workshops on the procedures to be followed during teacher employment, therefore 
they (SGBs) were comfortable with this function. They further stated that curriculum needs of the 
school were considered during teacher appointment processes, however, the SGB parents admitted that 
language was a barrier when interviewing English; speaking candidates. 
As a result of this they (SGB parents) needed teachers to assist them by interpreting and defining some 
terms. The SGBs did not want to believe and accept the allegation that disputes, conflict and 
misunderstandings that emanate from the interviewing processes were because of their illiteracy and 
lack of capacity.  
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5.3   RECOMMENDATIONS  
 
 According to SASA no 84 of 1996, the SGBs had been mandated, as one of their functions, 
to recommend teachers for appointment through interviews. This mandated responsibility 
needs to be revisited by the Department of Education policy formulators. 
 This function of teacher appointment is a professional function, therefore it should be 
carried out by professionals only.  
  In this study, principals, teachers, teacher unions and circuit managers were all against 
the involvement of the SGBs' parent component in the appointment of teachers, therefore 
SGBs should not participate in the recruitment of teachers. 
 Recommendations of teachers for appointment should be done by certain teachers 
themselves who are clear about curriculum needs of the school and not by the SGB 
parents who are not directly exposed to teaching and learning. 
 The SGBs can be accommodated in the processes of teacher appointment, for example, 
short-listing, interviews and recommendations as observers. 
 Training of teachers who are to be involved in teacher appointment processes should be 
carried out. 
 There should be a binding policy as to what skills and expertise are necessary for one to 
qualify to serve on the interviewing panel, especially, when school managers are to be 
interviewed. 
 To increase the validity and reliability of decisions taken, the appointment of committee 
members should be done by the human resource officials at district offices. 
 Teachers who are to conduct interviews for teacher appointment should be sent in for at 
least a week or even a two-weeks training session. 
 Training for interviews should include role-playing, problem solving, public speaking, 
listening skills and skills to interpret correctly and relevantly what an interviewee says. 
 
5.4  SUGGESTIONS FOR FURTHER RESEARCH STUDY  
 
 Large-scale research is needed on parental involvement, specifically in the appointment of 
teachers in urban and semi-urban areas as This research study targeted stakeholders in 
deep rural settings in the Libode District. 
 Research on the interviews as a tool to be used to select the best candidates. 
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 Research on the relevance of the SGBs on the appointment of teachers. 
 
5.5  LIMITATIONS OF THE STUDY 
 
The sample used in this study was restricted to three schools only; There were in deep rural areas 
of the Libode district. There was no selected school from the peri-urban or urban area, therefore 
the results cannot be generalized to all schools in other provinces of South Africa. Primary schools, 
combined or comprehensive schools and private schools were not included in the study either. 
The outcomes of the study are restricted or confined to two Junior Secondary Schools and one 
High School in Libode District of Education. The investigation was restricted to qualitative research 
methodology only. Use of both quantitative and qualitative approaches might have shed additional 
light on the investigated phenomenon. 
 
It would also be unfair or unprofessional to generalize the results because the SGBs who 
participated were from illiterate communities whose level of education is very low. The SGBs from 
semi-literate or literate communities would perhaps reflect different results because of the high 
level of education of parents. Another limitation is that the respondents might have provided the 
researcher with responses they believed were desirable or expected by the interviewer. As a result 
the validity or reliability of the responses might be questionable. The researcher's presence during 
data collection, which is unavoidable in qualitative research, can also affect the subjects 
responses. Lastly, issues of anonymity and confidentiality can present problems when presenting 
findings. 
 
5.6  CONCLUSION 
 
It is evident from the data collected that parents' involvement in the appointment of teachers is a 
controversial challenge to both teachers and parents themselves. Teachers, teacher unions and circuit 
managers were of the opinion that the SGB parent component should not participate in the appointment 
of teachers. The SGBs (parents) indicated during interviews that they appreciated the initiative taken by 
the government to involve them in the appointment of teachers as they felt they were also the 
custodians of the schools as stipulated by the SASA.  In conclusion, all respondents, except for the SGB 
parent component, indicated that SGBs should not be involved in the appointment of teachers for this is 
a professional function and therefore it should be carried out by professionals. 
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APPENDIX 9 
 
INERVIEWER: DATE  
 
INTERVIEWEE: SIGNATURE  
 
CRITICAL PERFORMANCE AREA      MARK WITH A TICK 
  1 2 3 4 5 
1.PREMILMINARRY ASSESMENT        
1.1 Appearance 5      
1.2 Appropriate qualification 5      
1.3 Appropriate experience  5      
1.4 Application completeness  5      
       
2. INTRODUCTION QUESTIONS        
2.1 Motivation for the application  5      
2.2 Perception of the post  5      
       
3.PROFICIENCY IN OPARATION AREA        
3.1 Skills: Link past/Present post with desired  5      
       
4.MANAGERIAL ABILITY        
4.1 Plan, Organise, Co-ordinate & Decision making  5      
4.2 Responsibility, Evaluate & Utilize resources  5      
4.3 Innovative thinking/Action  5      
4.4 Conflict management & team work  5      
       
5. INTERPERSONAL RELATIONS       
5.1 Motivation of personnel  5      
5.2 Persuasive, adaptability & Human relations  5      
       
6. COMMNICATION       
6.1 Liason skills 5      
6.2 Listening ability  5      
       
7.DISPOSITION TOWARDS COMMUNITY         
7.1 Sensibility towards community needs 5      
7.2 Community involvement  5      
       
8.Policy Matters 5      
8.1 General policy  5      
8.2 Reconstruction & Development Programme 5      
       
9.GENERAL IMPRESSION  5      
                                                                   TOTALS   100      
GRAND TOTAL       
 
INTERVIEW  ASSESMENT FOR  A  DESIRED POST- SCORE SHEET 
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APPENDIX 10 
              
     
INTERVIEW  SCHEDULES 
Interview with school principals 
Instructions for the interviews 
Your answers will be treated as confidential by the researcher. 
You are free to ask for the repeat/clarity of any question that you do not clearly understand. 
Your participation and contribution will be highly valued. 
The interview is likely to last 20-30 minutes. 
 
Information about the perceptions of principals on the role of SGBs during the appointment 
of teachers. 
 
1. What is your comment on the initiative taken by the Department of Education with regard to the 
recruitment of teachers carried out by the SGBs? 
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2. How do you perceive SGBs' capacity to interview teachers for appointment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. What is the SGBs’ level of knowledge and understanding of their roles and responsibilities pertaining 
to appointment of teachers? 
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4. What effect does the SGBs’ level of knowledge and understanding of their roles and responsibilities 
have on the appointment of teachers? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5. To what extent are the government policies and Acts considered by interviewers (SGB panel) when 
deciding on whom to recommend? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
91 
 
6. Are the decisions taken by the SGB panel regarding teacher appointments valid and reliable? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
7. There are challenges faced by the Department of Education following the move to give the office of 
the SGBs the responsibility conducting interviews for teacher appointment. What do you think are the 
sources of these challenges? 
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INTERVIEW SCHEDULE  
 
INTERVIEWS WITH SGBs (teacher component) 
 
Instructions for the interviews 
Your answers will be treated as confidential by the researcher. 
You are free to ask for the repeat/clarity of any question that you do not clearly understand. 
Your participation and contribution will be highly valued. 
The interview is likely to last 20-30 minutes 
 
Information about the perceptions  of SGBs (teacher component) on the role played by the 
SGBs during the appointment of teachers 
 
1. How do you perceive the involvement of the SGBs (parent component) regarding the appointment of 
teacher? 
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2.  Do SGBs have the capacity to interview professionals? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3.  Are the SGBs clear about the Acts and policies that determine the appointment teachers? 
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4. What are your opinion regarding the manner in which SGBs conduct interviews for teacher 
recruitment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5.  Do you think curriculum needs are taken into consideration by the SGBs when making 
recommendation for teacher appointment? 
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6.  Why are interviews conducted by the SGBs are usually challenged by the teacher unions? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
INTERVIEW  SCHEDULE 
 
Interview with teachers (candidate) 
Instructions for the interviews 
Your answers will be treated as confidential by the researcher. 
You are free to ask for the repeat/clarity of any question that you do not clearly understand. 
Your participation and contribution will be highly valued. 
The interview is likely to last 20-30 minutes. 
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Information about the perceptions of teachers on the role of SGBs during the appointment 
of teachers. 
 
 
1.What is your opinion regarding the involvement of SGBs on the appointment of teachers? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2. Do you think SGBs constitute the most reliable and relevant interviewing panel? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
97 
 
3. How did the interviewers (parents on SGB panel) handle the questions? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
4. Were interviews fairly managed by the SGB parent panel? 
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5. Were you comfortable with the language used during interviews? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
INTERVIEW  SCHEDULE 
 
Interview with Circuit Managers 
Instructions for the interviews 
Your answers will be treated as confidential by the researcher. 
You are free to ask for the repeat/clarity of any question that you do not clearly understand. 
Your participation and contribution will be highly valued. 
The interview is likely to last 20-30 minutes. 
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Information about the perceptions of the circuit manager on the role of SGBs during the 
appointment of teachers. 
 
1. What is your experience in working with the SGBs' parents in the process of recruiting school 
principals and teachers. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2. According to the South African Schools Act (SASA) no 84 of 1996, SGBs are mandated to conduct 
interviews and make recommendations for the appointment of teachers. In your opinion do they (SGBs) 
have the capacity to execute this function? 
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3. There are always disputes that emanate from the appointment of principals and teachers. What do 
you think are the causes of these disputes? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
4. Do you think SGBs parents are empowered enough to deal with professional functions like teacher 
appointments? 
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5. Do SGBs have the expertise to manage interviews? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
6. Can you recommend SGBs as a relevant structure for the recruitment of teachers? 
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INTERVIEW  SCHEDULE 
 
Interview with teacher unions 
Instructions for the interviews 
Your answers will be treated as confidential by the researcher. 
You are free to ask for the repeat/clarity of any question that you do not clearly understand. 
Your participation and contribution will be highly valued. 
The interview is likely to last 20-30 minutes. 
 
Information about the perceptions of teacher unions on the role of SGBs during the 
appointment of teachers. 
 
1.What is your experience in working with the SGBs' parents in the process of recruiting school 
principals and teachers? 
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2. Are appointment procedures followed by SGBs' parents during teacher recruitment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. In your own opinion do you think SGBs' parents have the capacity to make recommendations for a 
suitable candidates for the teacher posts? 
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4. What is your feeling and experience about the manner in which interviews are conducted by SGB 
parents members in the appointment of teachers? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5. In your perception, are SGBs empowered in relation to labour related Acts for example, Equity 
Employment Act 55 of 1998, the Employment of Educators Act (Act 76 of 1998). 
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6. What can you say about the recommendations which are made by the SGB parents for teacher 
appointment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
7. What are your perceptions with regard to the involvement of the SGBs in the appointment of 
teachers? 
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INTERVIEW SCHUDULE   
 
Interviews with SGBs 
 
Instructions for the interviews 
 
Your answers will be treated as confidential by the researcher. 
You are free to ask for the repeat/clarity of any question that you do not clearly understand. 
Your participation and contribution will be highly valued. 
 
Information about the perceptions of the SGBs on their role during the appointment of 
teachers. 
 
1.What is your knowledge and understanding with regards to legislation and policies governing the 
creation and filling of teachers’ posts? 
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2. How do you know about procedures to be followed during interviews for teacher appointment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. What are your perceptions with regard to the role you have to play as an SGB member in the 
appointment of teachers? 
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4.  How much training did you receive on teacher recruitment? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5. Do you have the capacity to conduct interviews? 
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6. How are you coping with your responsibility of conducting interviews for teacher appointments? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
7. What are the contributing factors that will influence the decision of panel members in making their 
recommendations about the most suitable candidate to be appointed as a principal or teacher? 
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           APPENDIX 11 
Research interview guide  
 
 Research topic is: AN INVESTIGATION ON THE STAKEHOLDERS’ PERCEPTIONS OF THE 
INVOLVEMENT OF SCHOOL GOVERNING BODIES IN THE APPOINTMENT OF TEACHERS IN 
LIBODE DISTRICT. 
 
Res  Research  Questions  Inte Interview Questions 
 
 
1. What perceptions do principals 
have regarding the role of 
SGBs during the appointment 
of teachers? 
a. What is your comment on the 
initiative taken by the 
Department of Education with 
regard to the recruitment of 
teachers done by the SGBs? 
b. How do you perceive SGBs' 
capacity to interview teachers 
for appointment? 
c. What is the SGBs level of 
knowledge and understanding of 
their roles and responsibilities 
pertaining  to appointment of 
teachers? 
d. What effect does the SGBs level 
of knowledge and understanding 
of their roles and responsibilities 
have on the appointment of 
teachers? 
e. To what extent are the 
government Policies and Acts 
considered by interviewers (SGB 
panel) when deciding on who to 
recommend? 
f. Are the decisions taken by the 
SGB panel on teacher 
appointment valid and reliable? 
g. There are challenges faced by 
the Department of Education 
following the move to give the 
office of the SGBs the 
responsibility of conducting 
interviews for teacher 
appointment. What do you think 
are the sources of these 
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challenges? 
 
 
 
2. What perceptions do teachers 
have on the role of SGB parents 
during the appointment of 
teachers? 
a. What is your opinion regarding 
the involvement of SGBs in the 
appointment of teachers? 
b. Do you think SGBs constitute 
the most reliable and relevant 
interviewing panel? 
c. How did the interviewers (SGB 
panel) handle the questions? 
d. Do you think SGBs are 
empowered enough to deal with 
professional functions such as 
teacher appointments? 
e. Do SGBs have expertise to 
manage interviews? 
3. What are the perceptions of SGBs 
on their involvement in the 
appointment of teachers? 
a. What is your knowledge and 
understanding with regards to 
legislation and policies 
governing the creation and 
filling the teachers post? 
b. How do you know about 
procedures to be followed 
during interviews for teacher 
appointment? 
c. What are your perceptions with 
regard to the role you have to 
play as an SGB parent in the 
appointment of teachers? 
d. How much training did you 
receive on teacher recruitment? 
e. Do you have the capacity to 
conduct interviews? 
f. How are you coping with your 
responsibility of conducting 
interviews for teacher 
appointments? 
g. What are the contributing 
factors that will influence the 
decisions of panel members in 
making their recommendations 
about the most suitable 
candidate to be appointed  as a 
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principal or teacher? 
4. What are the perceptions of 
teacher unions regarding the 
appointment of principals and 
teachers by the SGBs? 
a. What is your experience in 
working with the SGBs in the 
process of recruiting school 
principals and teachers? 
b. Are appointment procedures 
followed by SGBs during teacher 
recruitment? 
c. In your own opinion, do you 
think SGB parents have the 
capacity to make 
recommendations for suitable 
candidate for teacher posts? 
d. What is your feeling and 
experience about the manner in 
which interviews are conducted 
by SGB members in the 
appointment of teachers? 
e. In your perception are SGBs 
empowered regarding labour 
related Acts for example, Equity 
Employment Act 55 of 1998, the 
Employment of Educators Act 
(Act 76 of 1998)? 
f. What can you say about the 
recommendations which are 
made by the SGBs for teacher 
appointment? 
g. What are your perceptions  with 
regard to the involvement of the 
SGBs in the appointment of 
teachers? 
5.  What perceptions do circuit 
managers have on the role of the 
SGBs during the appointment of 
teachers? 
a. What is your experience in 
working with the SGBs in the 
process of recruiting school 
principals and teachers? 
b. According to South African 
Schools Act (SASA) no 84 of 
19966, SGBs are mandated to 
conduct interviews and make 
recommendations for the 
appointment of teachers. In 
your opinion, do they (SGBs) 
have the capacity to execute 
this function? 
c. There are always disputes that 
emanate from the appointment 
of principals and teachers. What 
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do you think are the causes of 
these disputes? 
d. Do you think SGBs parents are 
empowered enough to deal with 
professional functions like 
teacher appointments? 
e. Do SGBs have the expertise to 
manage interviews?  
f. Can you recommend SGBs as a 
relevant structure for the 
recruitment of teachers?  
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APPENDIX 12 
ROLE PLAYERS INTERVIEWED 
 
PRINCIPALS 
Principal        P  1 
Principal        P  2 
Principal        P  3 
TEACHERS 
Teacher          T1 
Teacher          T2 
Teacher candidate 1 (Tc 1) 
Teacher candidate 2 (Tc 2)       
TEACHER UNIONS 
SADTU 
NAPTOSA 
CIRCUIT MANAGERS 
Circuit manager    C1  
Circuit manager    C2 
SGBs 
SGB 1    &    SGB 2 
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